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Associate Professor Olivia Boggs, Chairperson
Although women constitute the majority of the teaching
profession in public education, only a few are able to move
up the hierarchical structure to administrative positions.
The field of educational administration is basically male
dominated with only a few women ultimately securing the line
position of the superintendency. Given this state of
affairs in educational administration, how ^ women success¬
fully move up the career ladder to the superintendency?
The purpose of this study was to investigate the
career patterns of women and men administrators who hold
positions as superintendents of school districts and
associate/assistant superintendents.
The researcher was guided in this study of women
and men administrators by the following questions:
1. What are the personal characteristics of women
and men superintendents?
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2. What are the characteristics of the school
districts of women and men superintendents?
3. What are the work and professional experiences
of women and men superintendents?
4. What are the professional preparations of women
and men superintendents?
5. What pattern was used by the women and men to
attain their current administrative positions?
6. What are the career aspirations of the women
and men superintendents?
The sample for this study consisted of one hundred
women and men superintendents and associate/assistant
superintendents in the state of Georgia.
A seven-page questionnaire was designed to elicit
data on personal characteristics, the school district, work
and professional experiences, professional preparation,
career pattern, and career aspirations.
Interviews were held with nine women administrators.
The women gave their perceptions on career goals, the
superintendency, career patterns, and career aspirations.
Some of the major findings were as follows;
The typical woman administrator is Caucasian,
between the ages of 45-59, married with either two or
three children. Their male counterparts are younger, ages
40-54, married with two children.
The women and men administrators work in rural
school districts with K-12 grade levels and student
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enrollments of 2,500 to 4,999. The average per pupil
expenditure is over $1,500.
Both women and men were employed in their first
full-time position at ages 21-25. Most of the women
(61 percent) taught in elementary schools; however, their
male counterparts (68 percent) taught in high schools.
Women (60 percent) obtained their first administra¬
tive or supervisory positions at ages 36-45, and the nature
of their first administrative or supervisory position was
supervisor. Whereas, men (44.9 percent) obtained their
first administrative or supervisory position at ages 26-30,
and the nature of the position was assistant principal or
principal.
The typical career pattern of the female superin¬
tendents was teacher, supervisor, assistant superintendent,
superintendent.
The male superintendents exhibited two typical
career patterns; teacher, assistant principal, principal,
and superintendent; and teacher, principal, superintendent.
In five years, 31.6 percent of the administrators
will be retired. Twenty-seven superintendents (65.8 percent)
will remain in their current positions. The deputy, area,
associate, and assistant superintendents (46.6 percent)
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The superintendency, a line position at the top of
the educational hierarchy, holds power and prestige for the
individual who is able to attain it. When one thinks of the
individual who holds this position, it is assumed that this
individual is male. The American Association of School
Administrators (AASA) in its 1982 profile of the school
superintendent summarized that "married white males with
rural or small town backgrounds continue to dominate the
superintendency" (p. 41).
Historically, public education can be categorized
into two areas: educational administration, the male domain
and the teaching profession, the female domain. Women have
always been the majority population in public education;
however, their numbers in educational administration have
been on a steady decline. Scarlette (1979) investigated
the role of women school administrators from 1900-1977. She
concluded that there are qualified women from which to
select female administrative staff at all levels of the
educational hierarchy. However, the National Education
Association in 1974 reported that in 1970-71 .6 percent of
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the superintendents were women, and in 1972-73 .1 percent of
the superintendents were women (Ortiz, 1978, p. 213).
Tyack and Strober (1981) examined the sexual struc¬
turing of employment in public education from 1840 to 1980.
They stated the following:
Men practically monopolized the most prestigious
positions—high school principal or superinten¬
dent—as they typically did in the past, but in
most other positions, including elementary
principalships, they registered steady gains as
well. . . . Most men did not enter public
school classrooms planning to remain there
throughout their careers. Typically, they
sought either to move into administration or to
seek other work outside, (p. 25)
Once women leave the classroom setting, they advance
to positions such as counselors, coordinators, consultants,
or specialists. Taylor (1971) stated that "women are not
likely to be appointed as superintendents or secondary
school principals. They are more likely to be appointed as
central office supervisors or coordinators, assistant
secondary principals, or assistant elementary principals"
(p. 12).
Researchers have been addressing the problem of
women's underrepresentation in administration. Dohrmann
(1982) conducted a review of the research on women as to
"Why Women are Underrepresented in Administrative Positions?"
and found that there were three basic approaches used to
explain the underrepresentation of women in administration.
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1. Women and men have different characteristics.
The role of administrator requires certain characteristics
which are compatible to male characteristics.
2. Sex-role stereotypes form barriers to women's
entry and promotion in organizations, therefore, women
are not hired or selected for promotion.
3. The organizational structure itself forms a
barrier to the entry and advancement of women through
informal information networks, such as the "old boys" net¬
work and informal power networks. (pp. 2-3)
The plight of the woman administrator has been
characterized by the following titles of researchers'
articles;
THE BEST KEPT SECRET OF THE PAST 5,000 YEARS:
WOMEN ARE READY FOR LEADERSHIP IN EDUCATION
(KOONTZ, 1972)
WHY AREN'T WOMEN ADMINISTERING OUR SCHOOLS?
(HOWARD, 1975)
AMERICA'S FORGOTTEN MINORITY: WOMEN SCHOOL
ADMINISTRATORS (BARNES, 1976)
WOMEN PRINCIPALS: THE RULE OR THE EXCEPTION?
(PADDOCK, 1980)
Fishel and Pottker (1975) reviewed behavioral and
attitudinal studies on male and female principals over a
twenty-year period. They stated that "the behavioral
studies clearly indicate that in terms of ability to super¬
vise and administer a school and to maintain good relations
with students and parents, the few women who have been able
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to obtain administrative positions have performed as capably
as, if not more capably than, their male counterparts" (p. 113).
Several reasons have been given for the decline of
women in administration. Howard (1975) concluded that there
were socio-psychological factors hindering the advancement of
women to administrative positions. These factors were atti¬
tudes toward married women workers, attitudes toward women as
administrators, attitudes toward the leadership skills of
women administrators, attitudes of women toward themselves
(self-image, aspirations, and advanced training), recruitment
procedures, and negative image of administrators and
career (pp. 12-16).
Ortiz and Covel (1978) postulated that the structure
of the organizational system inhibits the advancement of
women in administration. They stated the following:
The structural characteristics of the school
organization inhibit movement from teaching
to administration and from the elementary
principalship to the secondary principalship
positions. The structural characteristics
contribute to the perpetual exclusion of
women from those social network systems
which nurture the necessary relationships
between the school personnel and provide the
opportunities for the display of skills and
knowledge. The absence of these two factors
serve to justify the decisions made to grant
administrative positions to men rather than
to women, (p. 235)
Estler (1975) explained the absence of women in
leadership positions as the issue of socialization as it
affects aspirations and the opportunity structure. Estler
devised three explanatory models: the woman's-place model—
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the assximption being that there is "differential socialization
for men and women and that institutional practices reinforce
the differences. . . . This model describes a world in which
there are men's jobs and women's jobs" (p. 368). The
discrimination model; "this model draws on the assumption
that institutional patterns are a result of the efforts of
one group to exclude participation of another" (p. 369).
The meritocracy model; "this model assumes. . .that the
most competent people are promoted according to their
ability" (p. 370).
Lyman and Speizer (1980) evaluated Estler's explana¬
tory models for the scarcity of women in administration and
stated the following:
Of the three models outlined by Estler,
the women's-place model and the discri¬
mination model together provide the best
framework for understanding why women
remain in teaching while men move into
administration. Few women have been
socialized to have a clear sense of a
career track or to develop their leader¬
ship skills. They have also been denied
the support, opportunity, and experience
given to men. (p. 29)
The American Association of School Administrators
(1982) identified seven challenges facing the superintendent's
leadership in the 1990's. One challenge which has implica¬
tions for the superintendency is the issue of equity and
justice. The AASA found in its 1982 report movement from
equity concerns. They stated: "One of the most dramatic
findings in the 1982 survey of superintendents was the
diminution of concern over questions of equity and justice
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in a decade. From a position of prominence in the 1971
survey such concerns have taken a back seat to financial and
management challenges in 1982" (p. 112) .
Elizabeth Koontz, former president of the National
Education Association, writing about women as educational
leaders stated:
Women have, in fact, been around since the
Stone Age, but the names of few appear in
5,000 years of written history. In other
words, more than half of the world's popu¬
lation has been kept under wraps for as
long as mankind has existed. . . . What¬
ever the cause, women have been the best
kept secret of this planet's history up
to now. {p. 5)
Statement of the Problem
Although women constitute the majority of the teaching
profession in public education, only a few are able to move
up the hierarchical structure to administrative positions.
The field of educational administration is basically male
dominated with only a few women ultimately securing the
line position of the superintendency. Given this state of
affairs in educational administration, how ^ women success¬
fully move up the career ladder to the superintendency?
Purpose of the Study
The purpose of this study was to investigate the
career patterns of women and men administrators who hold




The researcher was guided in this study of women and
men administrators by the following questions:
1. What are the personal characteristics of women
and men superintendents?
2. What are the characteristics of the school dis¬
tricts of women and men superintendents?
3. What are the work and professional experiences of
women and men superintendents?
4. What are the professional preparations of women
and men superintendents?
5. What pattern was used by the women and men to
attain their current administrative positions?
6. What are the career aspirations of the women and
men superintendents?
Need and Significance of the Study
Studies that address the decline of women in adminis¬
tration focus on factors such as discrimination, sex-role
stereotyping, socialization, lack of mentors, lack of net¬
works, or the structure of the organization. Few studies,
however, investigate the career patterns of women who have
succeeded in acquiring the superintendency. There exists a
greater need to address the career development of women in
educational administration.
8
The researcher concurs with the American Association
of School Administrators regarding women and minorities in
the superintendency.
Probably most pressing at the moment for
superintendents as a professional group are
the inequities within the superintendency
itself with regard to women and minorities.
While there has been some slight growth in
the numbers of superintendents who are
minorities or female in the past decade,
overt attention to this problem as a profes¬
sion seems required. After all, it is not
an unsolvable problem. There are many well-
trained minorities and women in other
administrative positions in education, but
the doors seem closed to them at the level
of the superintendency. Deliberate, concen¬
trated effort on behalf of individuals and
professional associations of superintendents
is necessary to overcome indifference to the
seriousness of this need. (p. 112)
Findings regarding the career patterns of women super¬
intendents and associate/assistant superintendents would be of
importance to schools of education who train, state depart¬
ments of education who certify, local school systems who hire,
and women, themselves, who aspire to the superintendency.
Limitations of the Study
The population is limited to superintendents and
associate/assistant superintendents serving in county and
independent school systems in Georgia.
The study does not explore the phenomenon of women's
underrepresentation in educational administration.
CHAPTER II
REVIEW OF THE LITERATURE
The purpose of this chapter is to review the literature
pertaining to (1) women in the labor market, (2) women and
careers, and (3) the superintendency.
Women in the Labor Market
Sandmeyer (1977) stated that the Industrial Revolution
was "often identified as the most influential single force in
altering the status of women at the beginning of the 20th
century" (p. 4).
Increase of women in the labor force was also a result
of World War I and World War II. Women were being hired for
jobs at higher wages than before (Sandmeyer, p. 5). According
to the U.S. Department of Labor (1982), the "number of working
mothers has increased more than tenfold since the period
immediately preceding World War II (1940), while the number of
working women more than tripled" (p. 2) .
During the seventies women increased their participa¬
tion in the work force. The U.S. Department of Labor (1982)
reported the following statistics on working women.
1. The influx of women into the work force
during the 1970's has resulted in nearly
equal labor force participation rates for
women, by race/ethnic origin: 53 percent
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for black women (5.4 million), 52 percent
for white women (40.2 million), and 48
percent for Spanish-origin women (2.2
million).
2. Women accounted for three-fifths (60
percent) of the increase in the civilian
labor force in the last decade—more than
13 million women compared with nearly 9
million men. (p. 1)
The employment situation in 1984 indicated that
approximately "46.4 million women were employed in the fourth
quarter of 1984, 1.6 million more than in the same period in
1983. Most of this increase took place among women 25 to 44
years old" (U.S. Department of Labor, 1984, p. 1).
Three forces changed the lives of women in the second
half of the 20th century: (a) legislation prohibiting dis¬
crimination on the basis of sex; (b) the women's movement
and (c) the changing status of women (Sandmeyer, p. 5).
Legislation. Since 1963 four laws have been enacted
to assure women equality in employment and education.
The Equal Pay Act, passed in 1963, promised
equal pay for equal work.
Title VII of the Civil Rights Act of 1964
was amended by the Equal Employment Oppor¬
tunity Act of 1972 to prohibit employees
from discriminating against an individual
with respect to hiring, firing, promotion,
or fringe benefits, or on the basis of
race, color, religion, sex, or national
origin.
In 1964 Executive Order 11246 was amended to
apply to most public and private schools,
colleges, and universities. This Order pro¬
hibits discrimination by requiring elimina¬
tion of all discriminatory conditions.
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whether intentional or inadvertent, and
affirmative action to recruit, employ,
and promote qualified members of groups
formerly excluded.
Title IX of the Education Amendments of
1972 prohibits educational institutions
from denying admission to or discrimi¬
nating on the basis of sex from any
educational programs or activities
receiving Federal funds. (p. 6)
Women and Careers
Berry (1980) stated that the professional woman of
tomorrow represents a "new breed". She stated:
The woman professional in tomorrow's schools—
teacher, counselor, administrator—represents
a new breed. Her cultural baggage includes
clear proof that women may successfully have a
career and at the same time be a wife and
mother; that women can compete successfully
with men in the market-place; and that young
women need outstanding women role models and
mentors to help provide linkages and networks
leading the way to professional success. (p. 2)
Thompson, Avery, and Carlson (1968) explained that
there are two types of careers: (1) orderly career—a
sequence of jobs within a single occupation and (2) disrupted
career—switch of occupations. Also, the bases of careers
are competence, aspiration, and structure of opportunities (p. 8).
Most educators exhibit an orderly career moving from
one position to another up the educational hierarchy based
upon competence, aspiration, and structure of opportunity.
Salomone and Palmer (1978) described the categories
of a "career" are (a) single-life time occupation, (b) single
occupational industry, (c) occupational mobility/personal
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development, and (d) paid and unpaid work/career as totality
of life style (p. 292).
The category which can be applied to women in admin¬
istration is the single occupational industry. The indivi¬
dual has held a series of jobs in one occupational setting
and used each job to prepare for the next. Salomone gave
the example of a "teacher who becomes a guidance counselor,
then a school principal, and finally advances to become a
superintendent of schools" (p. 292). The example clearly
shows a career pattern.
Career Patterns of Women Administrators
Research is being undertaken on women who are
successful in attaining the superintendency. This research
focuses on how they came to have careers in administration
(Costa, 1981), how they view those careers (Stepherson,
1980), and if there are differences between their career
paths and those of their male counterparts (Picker, 1979) .
Covel (1977) examined the career patterns of school
administrators in Riverside County, California, from 1870
to 1975. Primary focus was (1) an examination of factors
which led to the establishment of administrative career
positions and patterns of the individuals who assume those
positions, and (2) an examination of factors which affect
the careers of women in an attempt to explain the absence
of women in hierarchical positions in educational adminis¬
tration. Historical records were examined of 1,265
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individuals at five-year intervals as they moved up the
career ladder. Interviews were conducted with 110
administrators and community citizens.
Covel found two types of individuals who hold
administrative positions: the plateau aspirants and the
vertical aspirants. Plateau aspirants are individuals who
believe they have achieved their aspirations after the
initial placement in administration and cease to actively
seek positions of greater responsibility or challenge.
Vertical aspirants view the superintendency at the top of
educational hierarchy and decide to occupy that position.
Ortiz (1980) conducted an ethnographic study of
career change and mobility for minorities and women in
school administration. Data were collected from 350 school
administrators between September 1974 and April 1979.
Ortiz found that there are two types of women found
in educational administration: those who occupy the
specialist, supervisory, and elementary principalships and
those who occupy the secondary principalships, associate,
assistant, and deputy superintendencies, and the superin¬
tendency. Ortiz stated that women who hold line positions
at the central office with sights on the superintendency
find themselves as tokens who respond in varying ways:
As tokens, women in educational administration
respond in varying ways. One is to "over¬
achieve" and publicly perform in a manner to
minimize organizational and peer concerns.
These individuals are outstanding, exceptional
and able to perform well under close observa¬
tion. They have also developed skills in
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impression management that permit them to
retain control over the extra consequences
loaded onto their acts. They are able to
maintain a delicate balance between always
doing well and not generating peer resent¬
ment. The result of these exacting demands
is that successful women are those slightly
older than their male peers. In addition
to their strong technical backgrounds, they
have also had extensive experiences as token
women among males. These are the women who
may become superintendents. (p. 10)
Barriers encountered by the women were: (1) the
initial departure from teaching; (2) occupying those posi¬
tions which don't provide opportunities for upward mobility
such as the elementary principalship; (3) losing out to
white males in the competition for line positions; and
(4) coming up the wrong career path, as for example, being
a specialist rather than a principal (pp. 12-13).
McShea (1979) analyzed the perceptions of women
superintendents regarding 38 career factors affecting career
tracks leading to the superintendency. Findings revealed
that the women superintendents perceived themselves as
being humanistic-people directed, having backgrounds in
teaching and curriculum. Personal appearance and degree
status were facilitative factors in their careers. Factors
inhibiting their careers were sex-related items, attitudes
of men and women in education toward women administrators,
career and home responsibilities, and mobility/flexibility
to move to new locations.
Paddock (1979) conducted an exploratory study to
learn more about women superintendents, associate/assistant
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superintendents, and high school principals in the United
States. Three basic categories were investigated:
(1) career contingencies, (2) career patterns, and
(3) career attitudes (p. 2).
The career contingencies studied were marriage, race,
religion, and political and civic organizations. It was
found that women in educational administration exhibit some
patterns and trends in their careers which are different
from their male counterparts. Sex appeared to be a powerful
contingency in educational management careers, given the
small number of women who hold such positions in the public
schools (p. 6).
In the category of career patterns. Paddock investi¬
gated academic training, experience, and geographical
mobility in comparison to what is already known about men's
career patterns. It was found that women had more discon¬
tinuous careers than did men due to child bearing and rear¬
ing. Also, women started their careers in administration
at an older age even though they entered teaching earlier than
men. Paddock stated that women's career patterns are not
significantly different from the men's. The superintendents
moved from teaching to a principalship to a superintendency.
Guy (1979) investigated the career patterns of women
and men to determine whether there are variances in female
and male career paths and expectations regarding the super¬
intendency in Ohio. Variances were investigated according
to length of time in professional positions, mobility from
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staff to line positions, the principalship, interruptions
in careers, access to mentors and role models, and level
of aspirations.
A six-page questionnaire was designed to elicit
data from the population of 102 women and 120 randomly
selected men who earned the superintendent's certification.
Selected findings were: (1) women's career path to the
superintendency is significantly different from that of
men, with women having a more indirect path. (2) Women
hold significantly few principalships. (3) Women experience
a lack of "mentoring" and have few professional role models.
Stockard (1984) stated that "studies of the career
patterns of women administrators are rare. . .because
women's typical educational career path is so short usually
from teaching to an elementary principalship or a central
office staff position" (p. 37).
Stockard conducted research to examine variations
in career patterns of superintendents, associate/assistant
superintendents, and high school principals who entered the
labor market before and after 1950. Research questions
asked were:
1. If women with different orientation toward
occupational mobility tend to have different career patterns?
2. Are career patterns more complex for those in
higher status posts, perhaps because they move through a
greater variety of positions?
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The methodology used for collection of data was a
questionnaire developed by Susan Paddock and mailed to all
women administrators in the United States identified
through state school directories. A return rate of 56 per¬
cent was obtained.
The career moves of the respondents were measured
by coding their occupation for each academic year since
entering the labor market. The codes included six types of
administrative positions: superintendent, assistant
superintendent, principal, assistant principal, and staff
administrative positions. Codes also included other
administrator, counselor/librarian, teacher, and employment
outside education.
The measure of the respondent's career orientation
was based on pursuing further career opportunities or
satisfaction with current position; current occupation was
measured using multivariate analysis of three indices:
the number of people they supervised, the size of the dis¬
trict, and salary; career transitions were analyzed by the
arrangement of data in a matrix showing the probability of
moving from one job to another in any given year. Log
linear analysis was used to determine whether career pat¬
terns varied among respondents with different job titles,
years of entry, status, or career orientation more than
would be expected by chance (p. 38).
18
Findings regarding career transition indicated that
the respondents followed different career paths in attain¬
ing line positions. Stockard stated:
The superintendents tended to move directly
from teaching to a line position more often
than assistant superintendents or principals,
but less often from a position out of educa¬
tion to teaching. Additional analyses
indicated that superintendents more often
held business positions outside of education
and were most likely to have experienced
movement among the three line positions.
Assistant superintendents were most likely
to have held staff administrative positions
and to have used these as a stepping stone
to a line position, to have attended gra¬
duate school for an entire academic year,
and to have been a housewife. Principals
were more likely than the others to have
been an assistant principal, counselor, or
librarian, and to have spent slightly more
time as a teacher. They also were more
likely to have moved to a line position
from an assistant principal slot and to have
spent time as a housewife. (p. 40)
McDade and Drake (1982) stated that "recent research
studies have been concerned with the relationships between
antecedents, consequents, and mediating variables,
but. . .none have attempted to formulate a model for career
paths that identifies the relationships between the three
categories of variables" (p. 211).
The researchers surveyed 142 women superintendents
in the United States requesting personal, educational, and
professional characteristics; career path information,
special problems encountered, and advice to aspiring women
superintendents. Responses were received from 102
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superintendents; a return rate of 71.8 percent. Data were
analyzed using discriminant analysis at the .05 level of
significance.
McDade and Drake found, through content analysis
of responses, six distinct career paths:
1. Noninterrupted/line was the career
path selected by women superintendents
who had moved directly from teaching
or counseling to line positions such
as assistant principal, principal,




the career path selected by women
superintendents who had moved through
one or more specialized positions as
well as one or more line positions in
arriving at the superintendency.
Specialization included language arts,
remedial reading, psychology, special
education, library, media, curriculum,
instruction, research, and federal
programs.
3. Interrupted/family/line was the
career path selected by women superin¬
tendents who had had one or more
interruptions in a direct line to the
superintendency because of family
responsibilities.
4. Interrupted/family/specialization
was the career path selected by women
superintendents who had interrupted a
career path for family responsibili¬
ties; otherwise the path was
specialization.
5. Interrupted/other/line was the
career path selected by women super¬
intendents who had interrupted a
direct line to the superintendency
because of reasons other than family,
including returning to graduate school
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as a doctoral student, graduate
assistant, research assistant, or
intern, or becoming a secretary.
6. Interrupted/other/specialization
was the career path selected by women
superintendents who had interrupted
the career path for reasons other
than that of family responsibilities.
Specialization was primarily the
reason for the interruptions. (p. 214)
Research focusing on the structure and content of
patterns of mobility within public school administration
was conducted by Gaertner (1979). Gaertner viewed organi¬
zational careers in terms of socialization and training.
She stated:
Organizational careers contain several
different types of positions. Each
pattern has a small number of entry
positions which describe the minimal
level of competence or prior social¬
ization and training required for
entrance to the pattern. Career pat¬
terns also have plateau positions which
serve as outlets for relatively poor
performers, and exit positions from
which people leave the career path and
the organization. Exit positions
define the ceiling of the career and
help to provide relatively well-grounded
expectations for career incumbents
regarding their future prospects. (p. 1)
Data were gathered from personnel records for the
period 1968 to 1973 of public school administrators in a
mid-western state. Career patterns were identified accord¬
ing to position changes made by the individuals. Twenty-
five positions were identified and collapsed to nine posi¬
tions. A transition matrix was constructed with cell
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entries representing the number of people moving from
position "a" to position "b" during the five-year period.
Examination of the career patterns revealed three
career paths. The first path began with instructional/
curricular supervision, administrator of instruction, and
assistant superintendent. The path travelled after the
assistant superintendency was the superintendency or
lateral path to administrative specialist.
The second career path to the superintendency was
through supervision; instructional/curricular supervision
secondary assistant principal, secondary principal, and
the superintendency.
The third career path was the elementary principal
ship. Gaertner explained that this path is isolated from
the superintendency. She stated; "It begins with
Assistant Principal in an Elementary School and primarily
moves to Elementary School Principal. . .though there is
some chance for persons to move from Elementary Assistant
Principal to Secondary Assistant Principal" (p. 3).
The Superintendency
The American Association of School Administrators
(1982) summarized the professional experiences of the
American school superintendent as follows;
1. American school superintendents appear
to be "home-grown", beginning their careers
at age 23 as teachers. By 30, aspiring
superintendents assume administrative roles.
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usually as building principals. Five
years later, they secure their first
superintendency after seeking the
position for less than one year.
2. Contrary to common belief, super¬
intendents are not highly mobile.
The average number of superintendencies
held is only 1.7 with average tenure in
one position being 5.6 years. Most
superintendents do not cross state
lines during their careers.
3. Most superintendents indicate that
they have mentors and serve as mentors
to others, but they deny that an "old
boy/girl" network has been important in
their career advancement. (pp. 53-54)
The Female Superintendent
Schuch (1979) desired information about current women
superintendents in the areas of personality type, value
system, and key life experiences to discover the kind of
woman who has been able to compete successfully for the
position of school district superintendent.
The sample population consisted of forty-five women
superintendents of 1,000 plus enrollment districts. Results
from interviews and questionnaires indicated the following:
1. The typical woman superintendent was 52,
married, Caucasian, and Protestant.
2. She had been in public education 27 years, with
14 of those years in administration.
3. She was a principal and assistant superintendent
before assuming the superintendency.
4. Her district was a K-12 suburban district with
an enrollment between 1,000 and 5,000.
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The 1982 superintendent study conducted by AASA was
the first to report data on subgroup populations of females
and minorities. From the 1,338 surveys returned, 106 were
from female superintendents.
The profile of the typical female superintendent is
as follows;
1. The female superintendent is likely
to be married. Her mother attended or
graduated from college, and her politi¬
cal preference is the Democratic party.
2. Generally, she has been on the career
ladder longer than her male counterpart
and has served in more administrative
positions before reaching the
superintendency.
3. The female superintendent is more
likely to use the "old boy/girl" network
to employ others and similarly is more
likely to believe that this network
helped her achieve her career goal.
Coatney (1982) and Richardson (1979) found similar
findings in their studies of women school superintendents
regarding personal and job-related characteristics.
Minority Superintendents
Jones and Montenegro (1983) stated that the Equal
Employment Opportunity Commission (EEOC) was the first
agency to collect data on a national level on the racial/
ethnic background of school administrators. The first
survey, conducted in 1974, showed that Blacks in school
administrative and supervisory positions were 5.5 percent.
Their numbers increased to 6.4 percent in 1978, and in
1979 their number was 6.3 percent (p. 25).
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Doughty (1977) stated; "For years, minimal attention
has been focused on the black male administrator who has
labored invisibly in urban school systems. Even less concern
has been directed toward the black woman. Nobody knows her
name. She is, for statistical purposes, invisible" (p. 34).
Doughty collected demographic data from a national
survey of Blacks who held administrative positions in urban
school districts with a population of 100,000 or more during
the 1972 to 1973 school year. Data were collected from
1,044 respondents. Of the 1,044 respondents, 250 were
Black female administrators. Some of the findings are as
follows:
1. The black woman is at the bottom of
the administrative heap. Generally,
white men hold the top positions such
as principal or superintendent, next in
line are the black males, then white
females, and lastly, black females.
2. The black woman is found in
decreasing numbers as principal in a
so-called tough, predominantly black
elementary school. Rarely, is she a
high school principal or the
superintendent.
3. The black woman is usually older
than the black male administrator.
Most black women are in the middle
forties to middle fifties before
assuming their first administrative
position, unlike white males who begin
their climb up the ladder before age
thirty, and black males by age forty.
4. The black woman has a strong back¬
ground in curriculum development,
instruction, or the education of excep¬
tional children and holds the required
administrative credentials. (pp. 34-35)
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The American Association of School Administrators
1982 survey of the minority superintendent as a subgroup
population indicated the following profile:
1. Minority superintendents are married.
They tend toward a Democratic political
affiliation. They spent their formative
years in a city or metropolitan community.
In comparison to their white colleagues,
the minority superintendent's parents are
less educated.
2. In contrast to white superintendents,
minority superintendents were older when
they started their administrative careers,
generally beginning with an assistant
principalship. Minority superintendents
were promoted from within, and this is
their first superintendency. The career
path to the superintendency required
more steps than for whites, as it does
for the female superintendent. (p. 110)
Summary
The review of the literature focused on the influx
of women in the work force, types of careers, and career
patterns of women in administrative positions. The
research studies presented in this chapter focused primar¬
ily on the careers of women in educational administration
in terms of factors which led to the establishment of




The sample for this study consisted of one hundred
women and men superintendents and associate/assistant
superintendents in the state of Georgia.
There are only twelve women superintendents out of
187 school districts. The list of women and their school
systems (see Appendix A) was obtained from the Public
Information and Publications Division, Georgia Department
of Education. However, information could not be obtained
as to the number of women associate/assistant superinten¬
dents; it is not compiled. As a result, their names and
school systems were obtained from the 1985 Georgia Public
Education directory. The directory provides information
on the professional staff of the state department of edu¬
cation and the administrative and supervisory personnel
of individual school systems, as well as other information
on state agencies and organizations.
The names were obtained by investigating individual
school systems and determining those persons who were
female. Twenty-three women were identified as assistant
superintendents throughout 187 school systems (see Appendix B).
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A random sample of men superintendents and associate/
assistant superintendents was used for the questionnaire
portion of the study to minimize erroneous inferences from
the responses of the women administrators. A ratio of
3 to 1 was selected between the male and female superinten¬
dents, and a ratio of 2 to 1 was selected between male and
female associate/assistant superintendents.
The males were randomly selected from 187 school
systems according to the annual average daily attendance
of county and city systems. This was done to assure that
the males were representative of the females' school districts.
The combined population of females and males consisted
of 117 individuals; twelve women and thirty-six men superin¬
tendents; twenty-three women and forty-six men associate/
assistant superintendents.
Instrumentation
Dr. Luvern Cunningham, Ohio State University, and
Gary Marx, American Association of School Administrators
granted the researcher permission (see Appendix C and D)
to use the 1982 AASA survey instrument on the school super¬
intendent. The 16-page survey instrument (see Appendix E)
consisted of the following areas; personal characteristics,
career data/professional activity, school board/
superintendent/community relationships, issues and chal¬
lenges facing the superintendent, professional preparation,
self-fulfillment, school district data, and staffing.
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The researcher adapted the 16-page instrument to
the needs of this research study. A seven-page document
(see Appendix F) was developed containing six parts:
personal characteristics, the school district, work and
professional experiences, professional preparation, career
pattern, and career aspirations.
Part I of the survey. Personal Characteristics,
questions were asked about sex, age, ethnic group, marital
status, children, community, educational levels of father
and mother, and salary.
Part II of the survey. The School District, consisted
of queries on the title of present position, grade levels,
student enrollment, location of school district, average
per pupil expenditure, program for identifying and recruit¬
ing administrators, and program of inservice training for
school administrators.
Part III of the survey. Work and Professional
Experiences, elicited data on age first employed, type of
school, subjects taught, classroom teaching experience,
age appointed to first administrative position, nature of
first administrative or supervisory position, and the
superintendency.
Part IV of the survey. Professional Preparation,
queries were asked about highest academic degree attained,
colleges and universities attended, undergraduate and
graduate majors, evaluation of program of graduate studies.
and continuance of formal education.
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Part V of the survey. Career Pattern, was designed
to discover the career moves of the sample. They were
asked to indicate their first position in public education,
second position, etc. Other questions dealt with mobility,
age to become school superintendent, length of time to
obtain first superintendency, mentor, "Old Boy/Girl Network",
and discriminatory hiring and promotional practices for
women and minorities.
Part VI of the survey. Career Aspirations, dealt with
queries on satisfaction with career path, professional
aspirations in five years, talents and capabilities, and
opportunities for career development. An open-ended question
was asked, "From your experience what advice would you offer
women who aspire to the superintendency?"
The questionnaire was designed to elicit data from
the sample to the following research questions;
1. What are the personal characteristics of women
and men superintendents?
2. What are the characteristics of the school
districts of women and men superintendents?
3. What are the work and professional experiences
of women and men superintendents?
4. What are the professional preparations of women
and men superintendents?
5. What pattern was used by the women and men to
attain their current administrative positions?
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6. What are the career aspirations of women and
men superintendents?
Data Collection
A cover letter, questionnaire, and two 3x5 index
cards were mailed to the sample of 117 women and men
administrators in October, 1985. A stamped, self-addressed
manila envelope was enclosed.
Cover letters (see Appendix G) were composed to the
women superintendents, men superintendents, and associate/
assistant superintendents.
The 3x5 index cards pertained to a request for an
abstract of the completed study and permission of the
women to participate in a personal interview (see Appendix H).
Initial response to the questionnaire showed that
ninety-two surveys were returned by October 31, 1985. One
survey could not be used because it was returned with
three pages not completed. Another survey was received
from a female who was thought to be a male; therefore, the
number of women assistant superintendents was twenty-four.
Follow-up activities were conducted in November,
1985. Another copy of the questionnaire, cover letter
(see Appendix I), and index cards were sent to the remain¬
ing twenty-five individuals. A stamped, self-addressed
manila envelope was enclosed in the packet. An additional
eight surveys were returned during the month of November,
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the cut-off month for return of the surveys. One hundred
questionnaires were received from a sample of 117, a
return rate of 85.5 percent.
Interview
Enclosed in the survey packet was a 3 x 5 index
card requesting permission from the women administrators
their participation in a personal interview. Nineteen
—women consented to the interview; seven superintendents
and twelve assistant superintendents. Two of the assistant
superintendents could not be interviewed because they
retired as of December 1, 1985. Nine women (see Appendix J)
were interviewed in December, 1985. The following queries
were asked;
1. What was your career goal(s) after graduation
from high school?
2. Were there any interruptions in your career?
3. When did you realize that you wanted to be an
administrator?
4. Who (or what) inspired you to seek a career
in administration?
5. What specific barriers did you encounter before
and after assuming your first administrative/supervisory
position?
6. What specific barriers did you encounter before
and after assuming your first position to the superintendency?
7. How did you overcome the barriers encountered?
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8. What strengths and/or weaknesses did you bring
to your first administrative position?
9. When should an individual begin planning to
become a superintendent?
10. What career path should the individual take to
obtain the superintendency?
11. In retrospect, would you have followed a dif¬
ferent career pattern to obtain the superintendency?
12. What advice would you give women who aspire to
the superintendency?
Data Analysis
The data were analyzed by the use of frequency dis¬
tributions and chi square. Frequency distributions were
tallied on sixty-two variables in the questionnaire. Cross¬
tabulations of the sixty-two variable were computed accord¬
ing to sex, race, age, and position.
The open-ended question was categorized according to
women and men superintendents and associate/assistant
superintendents and analyzed for commonalities.
Transcripts of the nine interviews were synthesized
and analyzed for commonalities.
CHAPTER IV
FINDINGS
The questionnaire, A Survey of the Career Patterns
of School Superintendents, was administered to 117 male and
female superintendents and associate/assistant superinten¬
dents. Returns were received from 101 respondents; however,
one survey could not be used because it was returned incom¬
plete. Therefore, the sample consisted of one hundred
superintendents and associate/assistant superintendents.
The questionnaire was designed to elicit data from
the sample regarding their personal characteristics, school
districts, work and professional experiences, professional
preparations, career patterns, and career aspirations. Each
section of the survey was related to one of the following
research questions;
1. What are the personal characteristics of women
and men superintendents?
2. What are the characteristics of the school
districts of women and men superintendents?
3. What are the work and professional experiences
of women and men superintendents?
4. What are the professional preparations of
women and men superintendents?
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5. What pattern was used by the women and men to
attain their current administrative positions?
6. What are the career aspirations of women and
men superintendents?
The findings will be reported in six sections
beginning with the personal characteristics of the sample.
Personal Characteristics
Questions were asked about sex, age, ethnicity,
marital status, children, community, parents, and salary
of the sample.
Sex composition of the respondents revealed that
69 percent of the sample were male and 31 percent were
female.
Age of the respondents, presented in Table 1,
indicated that 26.1 percent of the males were between the
ages of 50-54 and 25.8 percent of the females, 55-59.
Twenty-three percent of the males were between the ages
of 40-44 and 45-49. Females, 16.1 percent, were under the
age of 40 and between the ages of 45-49. Overall,




SEX AND AGE OF THE RESPONDENTS
Under
40 40-44 45-49 50-54 55-59
60 or
Over TOTAL
Male 3 16 16 18 8 8 69
Female 5 4 5 6 8 3 31
TOTAL 8 20 21 24 16 11 100
X2=8.52 with 5 degrees of freedom
Ethnicity of the respondents is presented in
Table 2. The data indicated that 83 percent of males and
females were Caucasian, and 14 percent, were Black. Two
percent were Native American, and one percent was
Chicano/Hispanic.
TABLE 2






Male 10 57 - 2 69
Female 4 26 1 - 31
TOTAL 14 83 1 2 100
X2=3.17 with 3 degrees of freedom
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Marital status of the respondents showed that 88
percent of the males and females were married. It is
interesting to note that none of the males were single,
divorced, or widowed. However, 25.8 percent of the
females were single and widowed; 10 percent, were divorced.
The data are illustrated in Table 3.
TABLE 3
SEX OF THE RESPONDENTS AND MARITAL STATUS
Single Married Separated Divorced Widowed TOTAL
Male - 68 1 - - 69
Female 4 20 - 3 4 31
TOTAL 4 88 1 3 4 100
X2=27. 75 with 4 degrees of freedom
Crosstabulation of sex and number of children was
significant (pj^. 05). The data are presented in Table 4.
Thirty-eight percent of the respondents had two children.
Larger families were held by males; six percent had five




SEX OF THE RESPONDENTS AND NUMBER OF CHILDREN
None One Two Three Four Five TOTAL
Male 1 8 30 18 8 4 69
Female 7 6 8 8 2 - 31
TOTAL 8 14 38 26 10 4 J.00
X2=16. 98 with 5 degrees of freedom, p^.05
Most of the respondents spent their formative years
before college in a rural community. population under 2,500
Crosstabulation of position and type of community were
significant (p4.05). Fifty-two percent of the superinten¬
dents were from a rural community. Whereas, 33 percent
were from, a town or small city, population 2,500 to 9,999.
Findings are presented in Table 5.
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TABLE 5








Supt. 29 12 - 1 42
Deputy
Supt. 1 — - 1 2
Area
Supt. 2 — - - 2
Assoc.
Supt. 3 3 1 2 9
Asst.
Supt. 17 18 5 5 45
TOTAL 52 33 6 9 100
X2=20. 87 with 12 degrees of freedom. p4 .05
Findings on ethnic group and educational level of
father revealed a significance (p^. 05). Twenty-six per-
cent of the respondents' fathers did not graduate from
high school. Only 11 percent graduated from high school
and had some college training. Twenty-one percent of the
fathers did not complete elementary school. There was no
significance between ethnic group and educational level of
mother. However, findings revealed that 26 percent of the
respondents' mothers graduated from high school. Fifteen
percent had some college education. Only 12 percent of the
mothers did not complete elementary school. Data on ethnic
group and educational level of father are presented in Table 6.
TABLE 6
ETHNIC GROUP AND EDUCATIONAL LEVEL OF FATHER
Did Not
Complete Completed Did Not Graduated Graduate Technical
Elem. Elem. Graduate Graduated Some From or Prof. or Trade Don't
School School From H.S. From H.S. College College School School Know TOTAL
Black 5 4 3 1 — - - - 1 14
Caucasian 16 14 22 9 11 6 4 1 - 83
Chlcano/
Hispanic — — — - — - 1 - - 1
«
Native
American — — 1 1 — - - - - 2
TOTAL 21 18 26 11 11 6 5 1 1 100
X^=36.23 with 34 degrees of freedom, p^.05
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Salary for the 1985-86 school year indicated that
74.7 percent of the respondents earned over $40,000.
Results are reported in Table 7. One of the respondents
did not provide salary data.
TABLE 7









Male 1 9 5 54 69
Female 2 4 4 20 30
TOTAL 3 13 9 74 99
X2=3.11 with 3 degrees of freedom
The School District
Questions were designed to elicit responses from
the sample population on title of present position,
grade level, student enrollment, location of school dis¬
trict, average per pupil expenditure, and program
identification.
The breakdown of positions is presented in Table 8.
Forty-three percent of the males and 39 percent of the
females were superintendents. Thirty-nine percent males
and 58 percent females were assistant superintendents. The
remaining sample was composed of 9 percent associate super¬
intendents and 2 percent deputy and area superintendents.
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TABLE 8










Male 30 2 2 8 27 69
Female 12 - - 1 18 31
TOTAL 42 2 2 9 45 100
X2=5.28 with 4 degrees of freedom
The school districts consisted of K-12 grade levels
with a student enrollment of 2,500 to 4 ,999 and an average
per pupil expenditure of over 1,500. Crosstabulation of
position and student enrollment are presented in Table 9.
Analysis indicates that 40 percent of the superintendents
have an enrollment of under 2,500. Forty-three percent of
the superintendents and 29 percent of the assistant
superintendents have an enrollment of 2,500 to 4,999.
Thirty-one percent of the assistant superintendents are in
school districts with enrollments of 30,000 to 99,999.
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Supt. 17 18 1 6 - 42
Deputy
Supt. — — 1 1 - 2
Area
Supt. — — - - 2 2
Assoc.
Supt. 1 — - 3 5 9
Asst.
Supt. 7 13 7 4 14 45
TOTAL 25 31 9 14 21 100
X2=50.11 with 16 degrees of freedom
Crosstabulation of position and location of school
district indicated a significance (p^. 05). Fifty-six per¬
cent of the superintendents and 31 percent of the assistant
superintendents were located in a rural area. Twenty-nine
percent of the assistant superintendents were located in
urban areas. Findings are presented in Table 10. One
person did not respond to this query.
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TABLE 10









Supt. 23 8 6 4 41
Deputy
Supt. ••• 1 1 2
Area
Supt. —— — 1 1 2
Assoc.
Supt. — — 1 2 6 9
Asst.
Supt. 14 10 13 8 45
TOTAL 38 19 23 19 99
X^=6.93 with 4 degrees of freedom, p£.05
The superintendents, 68 percent, indicated that
they did not have a program for identifying and recruiting
administrators in their school districts. The data are




POSITION AND PROGRAM FOR IDENTIFYING
AND RECRUITING ADMINISTRATORS
Yes No TOTAL
Superintendent 13 28 41
Deputy Superintendent 1 1 2
Area Superintendent __ 2 — 2
Associate Superintendent 6 3 9
Assistant Superintendent 20 25 45
TOTAL 42 57 99
X*=6.93 with 4 degrees of freedom
The superintendents indicated, however, that 74
percent of the school districts have a program of inservice




POSITION AND PROGRAM OF INSERVICE TRAINING
FOR SCHOOL ADMINISTRATORS
Yes No TOTAL
Superintendent 31 11 42
Deputy Superintendent 2 — 2
Area Superintendent 2 — 2
Associate Superintendent 9 — 9
Assistant Superintendent 30 15 45
TOTAL 74 26 100
X2=5.83 with 4 degrees of freedom
Work and Professional Experiences
This section of the survey was designed to answer
the research question, "What are the work and professional
experiences of women and men superintendents? Data were
received from the respondents regarding age at first
employment, type of school, subjects taught, classroom
teaching experience, first administrative or supervisory
position, and the superintendency.
The majority of respondents, 72 percent, were
employed in their first full-time position in public edu¬
cation at ages 21-25. Interestingly, 9 percent of the res¬
pondents were employed at 16-20. They were all females.
Findings are presented in Table 13.
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TABLE 13
POSITION AND AGE AT FIRST FULL-TIME POSITION
16-20 21-25 26-30 31-36 36-40 TOTAL
Supt. 2 31 5 3 1 42
Deputy Supt. - 2 - - - 2
Area Supt. - 2 - - - 2
Assoc. Supt. - 9 - - - 9
Asst. Supt. 7 28 9 1 — 45
TOTAL 9 72 14 4 1 100
X2=12.59 with 16 degrees of freedom
Crosstabulation of sex and type of school of first
full-time position was significant (p<.05). The majority
of males (68 percent) taught in high schools. The
majority of females (61 percent) taught in elementary
schools. Responses to the "Other" category were one-room
school (1-8) and combination school (K-12). The data are
illustrated in Table 14.
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TABLE 14









Male 11 9 47 1 1 69
Female 19 1 10 - 1 31
TOTAL 30 10 57 1 2 100
X2=22. 34 with 4 degrees of freedom. p<.05
Crosstabulation of sex and subjects taught in first
full-time position was significant (p4.05). The females
(61 percent) taught elementary subjects. Whereas, males
(20 percent) taught social science and 14 percent, science.
No females taught health, business education, music, or
vocational education. Response to the "Other" category
indicated that one male taught administration in a college/
university. The data are presented in Table 15.
Twenty-two of the respondents taught two more more
subjects in either junior high/middle school or high school.
Subjects taught were English, science, math, social science,
health, business education, and industrial arts.
The data presented in Table 15 only reflects a
subject taught in first full-time position.
TABLE 15
SEX OF THE RESPONDENTS AND SUBJECT TAUGHT
IN FIRST FULL-TIME TEACHING POSITION
Elementary Science Math
Social




Ed. Voc. Ed. Other TOTAL
Male 8 10 8 14 9 6 1 4 4 1 3 1 69
Female 19 2 3 2 4 - - - 1 - 31
TOTAL 27 12 11 16 13 6 1 4 4 2 3 1 100
X^=32.22 with 11 degrees of freedom, p<.05
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Crosstabulation of position with years of classrooin
teaching experience revealed that 31 percent of the super¬
intendents had over 12 years of teaching experience.
Twenty-two percent of the superintendents had 4 to 6 years
of teaching experience. The data are illustrated in
Table 16. Comparison of years of classroom teaching
experience with sex indicated that 26 percent of the males
had 4 to 6 years teaching experience and 7 percent of the
females had 1 to 3 years (see Appendix K).
TABLE 16
POSITION AND YEARS OF CLASSROOM TEACHING EXPERIENCE
None 1 to 3 4 to 6 7 to 9 10 to 12 Over 12 TOTAL
Supt. 1 6 13 5 3 14 42
Deputy
Supt. - - — 1 1 — 2
Area
Supt. - - — - - 2 2
Assoc.
Supt. - 2 3 2 2 - 9
Asst.
Supt. - 6 6 9 9 15 45
TOTAL 1 14 22 17 15 31 100
X2=20.87 with 20 degrees of freedom
Crosstabulation of sex and age superintendents were
appointed to their first administrative or supervisory
position was significant (p^.05). Males (45 percent) were
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appointed at 26-30 and 35 percent, at 31-35. Females were
appointed to their first position at a later age, 30 per¬
cent at 36-40 and 41-45. The data are illustrated in
Table 17. One person did not respond to the question.
TABLE 17
SEX OF THE RESPONDENTS AND AGE APPOINTED TO FIRST
ADMINISTRATIVE OR SUPERVISORY POSITION
.21-25 26-30 31-35 36-40 41-45 46-50 TOTAL
Male 4 31 24 6 3 1 69
Female 2 4 5 9 9 1 30
TOTAL 6 35 29 15 12 2 99
X2=26.25,,with 5 degrees of freedom, p^.05
Sex of the respondent and nature of first adminis¬
trative or supervisory position other than the superinten¬
dency was significant (p_^. 05). Findings indicated that
males (38 percent) first position was administrative in
nature as assistant principal and 41 percent as principal.
Whereas, females (33 percent) were supervisors. Only
30 percent were assistant principals and principals. The
"Other" category (7.1 percent) was represented by four
coordinators, a purchasing agent, and a department chair¬
person. One person's first administrative job was the
superintendency. The data are presented in Table 18.
One person did not respond to the question.
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TABLE 18
SEX OF THE RESPONDENTS AND NATURE OF FIRST
ADMINISTRATIVE OR SUPERVISORY POSITION
Asst.
Prin. Prin. Director Supr.
Asst.
Supt. Other TOTAL
Male 26 28 3 8 1 3 69
Female 5 4 6 10 1 4 30
TOTAL 31 32 9 18 2 7 99
X^=21.57 with 5 degrees of freedom, pjC.OS
Crosstabulation of age of respondents and age
appointed to first superintendency were significant (p<.05).
Overall, 28.2 percent of the respondents were appointed at
age 36-40 and 25.9 percent, 41-45. A few of the respondents,
3.5 percent, were appointed at age 26-30 and at over 55.
The data are presented in Table 19. Fifteen individuals did
not respond to this question.
Crosstabulation of position and age appointed to
first superintendency are presented in Appendix L. It
indicates that 28.6 percent of the superintendents and




AGE OF RESPONDENTS AND AGE
APPOINTED TO THE SUPERINTENDENCY
26-30 31-35 36-40 41-45 46-50 51 -55 Over 55 TOTAL
Under 40 1 2 3 - - - - 6
41-44 1 2 7 6 - - - 16
45-49 - 1 4 7 6 - - 18
50-54 1 1 7 6 6 1 - 22
55-59 - 1 1 1 3 7 1 14
60 or Over - 2 2 2 1 2 9
TOTAL 3 7 24 22 17 9 3 85
X2=65. 32 with 30 degrees of freedom , p<. 0 5
The majority of the superintendents have held only
one public school superintendency and have served a mean
of 7.4 years in only one state, Georgia. Years of length
of present contract was four years for superintendents and
one-year contracts for associate/assistant superintendents.
The majority (71.4 percent) of the superintendents were
appointed to their positions. The data are illustrated in
Table 20. Fifteen people did not respond to the question.
53
TABLE 20
POSITION AND PRESENT SUPERINTENDENCY
Elected Appointed TOTAL
Superintendent 30 12 42
Deputy Superintendent — 1 1
Area Superintendent — 2 2
Associate Superintendent — 6 6
Assistant Superintendent 1 33 34
TOTAL 31 54 85
X^=43.82 with 4 degrees of freedom
Professional Preparation
This section of the survey attempted to answer the
research question, "What are the professional preparations
of women and men superintendents?" Queries were asked
about highest academic degree attained, colleges and uni¬
versities attended, subject area, evaluation of graduate
program, and continuance of formal education.
The highest academic degree attained by the res¬
pondents (34.3 percent) was the doctorate. The Ed.S. was
earned by 44.4 percent of the respondents. The data are




SEX OF THE RESPONDENT AND HIGHEST ACADEMIC DEGREE
MA/MS Ed.S. Ed.D/Ph.D. TOTAL
Male 16 27 26 69
Female 5 17 8 30
TOTAL 21 44 34 99
X2=2.69 with 3 degrees of freedom
The following colleges and universities were most
frequently attended by the respondents to obtain under¬
graduate and graduate degrees. Range of grade point
average was 2.1 to 4.0.
University of Georgia 49
Georgia Southern 22
Valdosta State College 13
Georgia State University 12
West Georgia College 9
Atlanta University 8
Mercer University 6
Fort Valley State 5
Emory University 5
Savannah State College 4
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Subject areas majored in as undergraduates were
diverse. The majority of the respondents (22.7 percent)
majored in education and 20.6 percent majored in the
social sciences. However, 15.5 percent were represented
in the "Other" category. They majored in English (3),
industrial arts (3), history (2), music education,
psychology, social work, journalism, middle grades,
elementary (K-8), and forestry. The data are presented
in Appendix M.
Major field of study for the master's degree was
educational administration and supervision (60.2 percent).
The "Other" category was selected by 22.4 percent of the
respondents. Their majors were elementary education (5),
guidance and counseling (3), industrial arts (3),
English (3), special education (3), vocational education,
psychiatric social work, extension education, reading
education, and history. The data are illustrated in
Appendix N.
The major field of study for the specialist and
doctorate degrees was educational administration and
supervision. Seventy-seven respondents held the
specialist degree in educational administration and
supervision, and thirty respondents held the doctorate
in educational administration and supervision.
The respondents evaluated their program of graduate
studies as "good" (55.7 percent). Only 26.8 percent
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thought their program was excellent. Three individuals did
not respond to the question. The data are presented in
Table 22.
TABLE 22
POSITION AND EVALUATION OF
PROGRAM OF GRADUATE STUDIES
Excellent Good Fair Poor TOTAL
Supt. 9 25 8 - 42
Deputy Supt. 1 1 - - 2
Area Supt. 2 - - - 2
Assoc. Supt. 3 5 1 - 9
Asst. Supt. 11 23 7 1 42
TOTAL 26 54 16 1 97
X2=8.54 with
When
12 degrees of freedom
asked, "Do you plan to continue your formal
education?", 51.5 percent stated "no" and 48.5 percent
stated "yes". One person did not respond . Of the forty-
eight respondents, twenty-six (54.2 percent) stated they
would continue their formal education for personal growth
and seventeen (35.4 percent) for the doctorate. The data
are illustrated in Table 23.
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TABLE 23




Certification Doctorate Other TOTAL
Supt. 11 2 9 1 23
Deputy Supt, 1 - - - 1
Area Supt. 2 - - - 2
Assoc. Supt. 2 - 3 - 5
Asst. Supt. 10 1 5 1 17
TOTAL 26 3 17 2 48
X^=4.94 with 12 degrees of freedom
Career Pattern
This section of the survey focused on the number of
positions it took for the respondents to become superinten¬
dents and associate/assistant superintendents. Whether
they went the route of teacher to administrator or teacher,
supervisor, administrator. It attempted to answer the
query, "What are the career patterns of women and men
superintendents ?"
Other queries in this section dealt with mentors,
"Old Boy/Girl Network", discriminatory hiring and promo¬
tional practices, and professional organizations.
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The first position held by the respondents was
that of teacher (98); one individual became superinten¬
dent having neither teaching nor administrative experience
and the "Other" category was an aide (see Appendix 0).
The second position held by the respondents indi¬
cated supervisory and administrative moves from teaching
as follows: department head, 14; director, 8; coordinator
7; supervisor, 11. Administrative moves were assistant
principal, 22; and principal, 25. Three individuals moved
from teaching directly to the top of the educational
hierarchy as superintendents. In the "Other" category,
the second position was counselor, 3; and purchasing
agent, 1 (see Appendix 0).
The third position held by the respondents was pre
dominantly administrative; assistant principal, 9;
principal, 24; assistant superintendent, 27; and superin¬
tendent, 9. Those individuals who became superintendents
did so in three career moves (see Appendix 0).
The fourth position held by the respondents was
both supervisory and administrative: director, 4; super¬
visor, 4; assistant principal, 3; principal, 9; assistant
superintendent, 18; associate superintendent, 3; and
superintendent, 18. The superintendents represented the
highest number, 18, to climb the career ladder in four
moves (see Appendix 0).
The fifth position held by the respondents
revealed a decrease in the number of individuals in
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supervisory capacities. The majority having moved from
supervisory positions to administrative positions. The
administrative positions held were principal, 3; assistant
superintendent, 7; associate superintendent, 2; area
superintendent, 3; and superintendent, 6 (see Appendix 0).
Those persons who held sixth and seventh positions
were as follows: assistant superintendent, 4; associate
superintendent, 3; and superintendent, 2; associate
superintendent, 1 and superintendent, 2 (see Appendix 0).
Analysis of the career moves indicated the follow¬
ing career patterns for female and male superintendents
and female and male associate/assistant superintendents.
The dominant career pattern of the female superin¬
tendents was teacher, supervisor, assistant superintendent,
and superintendent. The remaining nine female superinten¬
dents exhibited individual career patterns (see Appendix P).
The male superintendents exhibited two career
patterns: teacher, assistant principal, principal and
superintendent (7); and teacher, principal, superinten¬
dent (8). These career patterns exhibited no movement to
supervisory capacities; ascendency was administrative.
The remaining group of superintendents exhibited individual
career patterns (see Appendix P).
The female assistant superintendents were diverse
in their career patterns. Their ascendency was via
central office staff positions. Their career patterns
were as follows:
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Teacher, Director, Assistant Superintendent (3)
Teacher, Supervisor, Director, Asst. Supt. (2)
Teacher, Supervisor, Assistant Superintendent (2)
Teacher, Coordinator, Asst. Superintendent (2)
The remaining female assistant superintendents had indivi¬
dual career patterns (see Appendix P).
The male assistant superintendents were also diverse
in their career patterns:
Teacher, Principal, Assistant Superintendent (6)
Teacher, Asst. Principal, Principal, Asst. Supt. (3)
Teacher, Asst. Principal, Asst. Superintendent (3)
The male assistant superintendents did not have any super¬
visory moves in their career patterns; ascendency was
administrative. The remaining career patterns were
individual (see Appendix P).
The majority (58.6 percent) of the respondents did
not spend their entire educational career in one school
district. Crosstabulation of ethnic group and mobility was
significant (p^. 05). Black respondents (85.7 percent)
spent their entire educational career in one school dis¬
trict. However, Caucasian respondents (67 percent) did not
spend their entire career in one school district. The
data are illustrated in Table 24. One individual did not
respond to the question.
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TABLE 24
ETHNIC GROUP AND MOBILITY
Yes No TOTAL
Black 12 2 14
Caucasian 27 55 82
Chicano/Hispanic 1 — 1
Native American 1 1 2
TOTAL 41 58 99
X2=15.23 with 3 degrees of freedom, p_^. 05
Crosstabulation of age of the respondents and age
they first decided to become a school superintendent was
significant (p<.05). Those respondents (78.6 percent),
ages 55-59, were over 40 when they first decided to become
school superintendents. Seventy percent of the respondents,
age 45-49, decided at ages 36-40 and over 40 to become
school superintendents. Overall, 36.7 percent of the
respondents were over 40 years of age. Twenty-two
respondents (24.4 percent) were 36-40. Only seven respon¬
dents (7.8 percent) were 21-25. The data are presented in
Table 25. Ten people did not respond to the question.
Crosstabulation of sex of the respondents and
age they first decided to become a school superintendent
are illustrated in Appendix Q.
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TABLE 25
AGE OF RESPONDENTS AND AGE DECIDED TO
BECOME A SCHOOL SUPERINTENDENT
21-25 26-30 31-35 36-40 Over 40 TOTAL
Under 40 - 3 2 2 — 7
41-44 1 4 3 6 2 16
45-49 3 1 2 7 7 20
50-54 1 2 7 5 8 23
55-59 1 2 - - 11 14
60 or Over 1 1 1 2 5 10
TOTAL 7 13 15 22 33 90
X2=33.77 with 20 degrees of freedom, p_<. 05
Crosstabulation of sex and length of time to be
certified for the superintendency was significant (p<. 05).
Fifty respondents (61.7 percent) took less than one year
to become school superintendents. Fifteen (18.5 percent)
took five or more years. The data are presented in




SEX OF RESPONDENTS AND LENGTH OF
TIME TO BE CERTIFIED
Less
Than




Male 32 2 4 3 1 13 55
Female 18 4 - - 2 2 26
TOTAL 50 6 4 3 3 15 81
X2=11.01 with 5 degrees of freedom, p4.05
On the subject of mentors, 80 percent of the res¬
pondents considered themselves to be a mentor, a sponsor
who assists individuals to initiate or develop professional
careers. The respondents (86 percent) stated that others
come to them for career advice on a regular basis. Sixty-
one percent have had a mentor during their career.
Experiences of the respondents revealed that 44.4 percent
did not know whether men or women in educational adminis¬
tration tended to have mentors more frequently. Only
24.2 percent of the respondents thought that both men and
women were sponsored equally. The data are illustrated









Supt. 9 8 7 17 41
Deputy Supt. - - — 2 2
Area Supt. 1 - 1 — 2
Assoc. Supt. 2 1 3 3 9
Asst. Supt. 8 2 13 22 45
TOTAL 20 11 24 44 99
X^=11.76 with 12 degrees of freedom
The "Old Boy/Girl Network" has not been effective
in advancing the careers of the respondents (76.5 percent),
and they (94.8 percent) have not utilized "Old Boy/Girl
Network" in employing other administrators.
The respondents were asked, "In your opinion, to
what extent are discriminatory hiring and promotional
practices a problem in limiting administrative career
opportunities for women?" Crosstabulation of sex was
significant (p<.05). Males (56.5 percent) stated that
discriminatory hiring and promotional practices were little
or no problem for women. However, females (71 percent)
stated discriminatory hiring and promotional practices were




SEX OF RESPONDENTS AND DISCRIMINATORY HIRING
AND PROMOTIONAL PRACTICES (WOMEN)
Little or
Major Problem Minor Problem No Problem TOTAL
Male 7 23 39 69
Female 11 11 9 31
TOTAL 18 34 48 100
X2=ll.02 with 2 degrees of freedom, p^.05
The respondents were then asked, "In your opinion.
to what extent are discriminatory hiring and promotional
practices a problem in limiting administrative career
opportunities for minorities other than women?" Crosstabu¬
lation of ethnic group was significant (p<. 05). Blacks
(57.1 percent) stated discriminatory hiring and promotional
practices were a major problem for minorities, and
Caucasians (50 percent) stated discriminatory hiring and
promotional practices were little or no problem for
minorities. The data are presented in Table 29. One per¬
son did not respond to the question.
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TABLE 29
ETHNIC GROUP AND DISCRIMINATORY HIRING AND
PROMOTIONAL PRACTICES (MINORITIES)
Little or
Major Problem Minor Problem No Problem TOTAL
Black 8 3 3 14
Caucasian 8 33 41 82
Chicano/
Hispanic - 1 — 1
Native
American 1 1 — 2
TOTAL 17 38 44 99
X^=22.B3 with 6 degrees of freedom, p^.OS
The respondents actively encourage/recruit women
to enter administration. Crosstabulation with position
was significant (p^.05). Thirty-five superintendents
(85.4 percent) stated "yes" that they actively encourage/
recruit women to enter administration. The data are pre¬
sented in Table 30. Three people did not respond.
Eighty-two respondents (84.5 percent) actively
encourage/recruit minorities to enter administration.
There was no significance.
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TABLE 30
POSITION OF RESPONDENTS AND
ENCOURAGEMENT/RECRUITMENT OF WOMEN
Yes No TOTAL
Superintendent 35 6 41
Deputy Superintendent — 2 2
Area Superintendent 2 - 2
Associate Superintendent 6 3 9
Assistant Superintendent 37 6 43
TOTAL 80 17 97
X2=12.01 with 4 degrees of freedom, pA05.
The respondents were active members in good standing
of the following professional organizations;
American Association of School Administrators (41)
National Education Association (32)
National Association of Secondary School
Principals (8)
National Alliance of Black School Educators (2)
State Professional Associations (77)
Association for Supervision and Curriculum
Development (47)
National Association of Elementary School
Principals (3)
"Other" (18) National School Board Association;
Delta Kappa Gamma, Phi Delta Kappa, National
School Food Service Association, National




The final section of the questionnaire was designed
to answer the research question, "What are the career
aspirations of women and men superintendents?" Queries
were asked in retrospect, professional aspiration, talents
and capabilities, opportunities for career development, and
advice to women who aspire to the superintendency.
The respondents (95 percent) were satisfied with
the paths their careers have taken thus far. Five percent
were not satisfied. They stated:
"Entered a program to acquire Ph.D."
"Would have actively sought position having
prepared myself, earlier."
"I am impatient to become a superintendent.
Extremely satisfied till age 46."
"Get Ph.D. as early as possible."
"I probably would not have gone into education."
Crosstabulation of position and aspiration was sig¬
nificant (p^. 05). Twenty-seven superintendents (65.8
percent) planned to remain in the superintendency in the
next five years. Thirty respondents (31.6 percent) would
be retired in five years. Responses to the "Other"
category were: the state department, English teacher, and
noneducation venture. The data are illustrated in Table 31.
Five persons did not respond to the question.
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Crosstabulations of ethnic group and aspiration and
age and aspiration were also significant (p<.05). The data
are presented in Appendix R and Appendix S.
TABLE 31
POSITION AND PROFESSIONAL ASPIRATION IN FIVE YEARS
Supt.
Assoc/Asst/
Dep. Supt. Retired Other
Don' t
Know TOTAL
Supt. 27 - 9 3 2 41
Deputy Supt. 1 1 - - - 2
Area Supt. 1 - 1 - - 2
Assoc. Supt. 2 3 3 - - 8
Asst. Supt. 10 12 17 1 2 42
TOTAL 41 16 30 4 4 95
X2=28.75 with 16 degrees of freedom
The respondents (93 percent) felt that their talents
and capabilities are being well utilized. Crosstabulation
of age and talents and capabilities was significant (p<. 05).
The data are illustrated in Table 32.
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TABLE 32
AGE OF THE RESPONDENTS AND
TALENTS AND CAPABILITIES
Yes No TOTAL
Under 40 6 2 8
41-44 20 - 20
45-49 17 4 21
50-54 24 - 24
55-59 16 - 16
60 or Over 10 1 11
TOTAL 93 7 100
X2=13.,25 with 5 degrees of freedom, p<. 05
The respondents (84.8 percent) felt that opportuni
ties for career development were good in their school
districts. The data are presented in Table 33.
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TABLE 33
POSITION AND OPPORTUNITIES FOR
CAREER DEVELOPMENT
Yes No TOTAL
Superintendent 38 4 42
Deputy Superintendent 2 - 2
Area Superintendent 2 - 2
Associate Superintendent 8 1 9
Assistant Superintendent 34 10 44
TOTAL 84 15 99
X2=3.83 with 4 degrees of freedom
Advice From Respondents
The following advice was offered by the administra¬
tors to women who aspire to the superintendency. The
commonalities from females and males were; to prepare
yourself, work harder, be professional, develop and show
leadership skills, and move up the ranks. The comments
are presented by female and male superintendents and female
and male associate/assistant superintendents. Comments of
all twelve women superintendents are presented; only selec¬
ted comments of the other respondents are presented.
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COMMENTS OF THE TWELVE WOMEN SUPERINTENDENTS
"Let others know you love your job, whatever
it is and that you will do a good job, what¬
ever the cost in time and effort."
"(1) Get prepared educationally, (2) Get
involved in professional organizations and
(3) Apply for positions."
"You can be anything you want to be if you
are intelligent, educationally prepared,
and are willing to work. Your only limita¬
tions are those you place upon yourself or
permit others to place upon you."
"Set goals, get education to be ready for
position, assume extra responsibilities for
the experience they will provide, be ready
to move if necessary. Also, develop the
ability to handle difficult or unpleasant
situations without resorting to tears."
"Prepare yourself educationally and then work.
"Be sensitive to needs of others (students,
teachers, parents, etc.). Set your goals.
Prepare yourself educationally and if the
opportunity arises, seize the opportunity
with enthusiasm and industriousness."
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"Do an outstanding job on any assignment;
perform quality work. Go for it 111"
"Be very determined to accomplish your
goall Concentrate on your qualifications
and abilities."
"I would encourage them to read, read, read
everything they can find on education.
They should not be afraid to venture out
into new areas which will help them gain
more and more experience and not be timid
in asking for answers."
"Be patient, be prepared, extend yourself
by helping others. Community involvement
is always appreciated but watch overly
aggressiveness."
"Work hard; prepare to work even harder."
"Have a definite philosophy of education
and make sure you are willing (or have
the necessary stamina) to withstand
extreme pressure. Ability to make
decisions is a must."
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SELECTED COMMENTS OF MEN SUPERINTENDENTS
"Be patient. Stay in one system long
enough to establish credibility. Earn a
doctorate degree. Be a teacher, principal,
central office worker, and then apply for a
superintendent's vacancy.
"Be prepared academically, work up through
the ranks as teacher, asst, principal,
principal, asst, supt., etc. Seek ways to
gain experience in dealing with all types
of people to include students, parents,
teachers, administrators, news media, tax
payers. Love long hours and hard work."
"Be an excellent administrator first, last,
and always! Being a woman should not enter
the picture."
"Be yourself; be visible; be a great teacher;
be persistent, but not pushy; be professional;
be consistent; be friendly but not "gushy"; be
neat in appearance, stylish but not faddish;
use good judgement, good grammar, good
manners, etc."
"To hang in, not to be discouraged, and by all
means don't cry! Quality cannot be hidden;
people with the right stuff will get their chance."
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"Gain experience in teaching and prepare
oneself in the area of administration and
supervision and find a mentor who is
knowledgeable and experienced in the
administration and supervision area."
"Become involved in the total program—do
not overlook maintenance, custodial,
financial, athletic and disciplinary
problems because those do not particularly
interest you. Many of our female adminis¬
trators attempt to delegate responsibilities
that they must accept in these areas."
"1. Get prepared educationally. 2. Don't
be overly aggressive. 3. Take advantage
of opportunities to demonstrate leadership
qualities. 4. Cultivate relationships
with those in leadership roles."
SELECTED COMMENTS OF WOMEN
ASSISTANT SUPERINTENDENTS
"Be prepared for (1) discrimination; (2) to
be ignored (3) to have professional com¬
petency questioned; (4) jealousy; work hard
and hang tough!!"
"Attend/join as many meetings with other
supts. as possible. Get to know supts..
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the language, the concerns, the "job".
Work on committees—become "known"
in their circles. Volunteer for evalu¬
ation committees so the various systems
will know who you are. Know your state
dept, personnel!!! Learn about every
facet in your school system."
"I have negative feelings toward perceiving
that the sex of applicant or of those who
aspire to a superintendency would influence
any advice I would give. Believe all should
develop strong "people" skills, management
skills, communication skills and curriculum
knowledge."
"To work harder than they think is necessary
and to keep all professional contacts correct
and above-board. In other words, give no one
cause to question your methods or morals."
"Women should early in their careers through
professional involvement say that they are
career oriented. Many give the impression
that teaching is a temporary position. Most
system administrators would like to know
those who are interested in career moves."
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"I do not think it is beneficial to "aspire”
to a position. I do think it is beneficial
to develop talents and obtain degrees—
certifications that will open doors when an
opportunity arises. It is most important to
enjoy the job you have—to be constantly
"eyeing" better jobs is unhealthy. Keeping
your options open through education,
experience, and positive professional rela¬
tionships is important. Climbing a ladder
is not."
SELECTED COMMENTS OF MEN
ASSOCIATE/ASSISTANT SUPERINTENDENTS
"(1) Complete doctorate; (2) Get experience
in a good system; (3) Participate in pro¬
fessional and civic activities; (4) Build a
good record of achievement; (5) Apply in
many areas."
"To enter administration at any level
possible so that competence can be proven,
so that prejudice will have less of a chance
of entering the decision as to whether or
not upward movement should be considered."
"(1) Do a good job at current job; (2) Never
be a clock watcher—always try to work hard
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and long and be innovative; (3) Get all the
education available; (4) Surround yourself
with good; positive people and keep the
expectation level HIGH; (5) HELP others
when possible—whether you help or hurt you
will always run into them again—and they
might be your superior next time!"
"(1) Have a professional attitude toward
your job; (2) Attend workshops and training
programs; (3) Gain advance degrees for
certification; (4) Develop and show leader¬
ship skills and ability."
"To work hard. Perform the task at hand.
Do not use her sex as a reason for non¬
performance of duty."
"Prepare yourself well through education,
leadership roles at each level. Develop a
"career plan". Carefully direct all of
your activities toward attainment of
that goal."
"Good educational background including
background in law, finance, public relations,
and curriculum."
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"(1) Get well prepared; (2) Get exposed to
diverse levels of upper administrators;
(3) attend conferences; (4) seek the advice
and support of mentors; (5) do not compromise
basic standards; (6) develop patience;
(7) continue learning."
"Prepare—be part of the team—"Fit in"—
(the same advice I would give a man)."
"Concentrate on competency and excellence.
Do not accuse others of discrimination.
Do not try to capitalize on femininity."
"Be willing to "pay the price". Well
educated—excellent personality—love
people. Work hard, be patient and ready
to roll with the punches."
INTERVIEWS
Interviews were conducted with nine women
administrators; seven superintendents and two assistant
superintendents from the following counties: Bryan,
Buford City, Cherokee, Crawford, Emanuel, Forsyth, Jeff
Davis, and Randolph.
Two female assistant superintendents had retired
as of December 1, 1985, and could not be apart of the
interviews.
The interviews consisted of twelve questions asked
of the nine interviewees. The questions were as follows;
1. What was your career goal(s) after graduation
from high school?
2. Were there any interruptions in your career?
3. When did you realize you wanted to be an
administrator?
4. Who (or what) inspired you to seek a career
in administration?
5. What specific barriers did you encounter




6. What specific barriers did you encounter before
and after assuming your first position to the superintendency?
7. How did you overcome the barriers encountered?
8. What strengths and/or weaknesses did you bring
to your first administrative position?
9. When should an individual begin planning to
become a superintendent?
10. What career path should the individual take
to obtain the superintendency?
11. In retrospect, would you have followed a dif¬
ferent career pattern to obtain the superintendency?
12. What advice would you give women who aspire to
the superintendency?
Analysis of responses of interviewees indicated
that there were commonalities. Responses to Question 1
revealed that most of the interviewees' career goal was to
become a teacher. Some of the responses were:
"I have always wanted to go into education.
Just to become a teacher."
"To become a teacher. I made that decision
in the fifth grade."
"To become a teacher. Taught 5H years;
counselor 7 years, and curriculum director
5 years."
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The other women superintendents' career goals were
in the fields of political science, home economics, and
business administration. One superintendent stated;
"After high school my career goal was to go
to college and major in political science
and history. I thought I would seek an
elected office. I had really thought I
would be working for an elected official.
Who would have thought the elected
official would be me."
Six of the women administrators had experienced
interruptions in their careers, mainly, child bearing and
rearing. Other women experienced interruptions because of
illness in the family and completion of their formal
education. Some interviewees' comments were as follows:
"Yes. Taught for about 2H years; left
teaching to start a family. Out for
two or three years."
"Yes. I went to a junior college to be
an elementary teacher. I taught for two
years then returned to the university to
obtain math degree. In that period of
time, I worked for the Air Force."
"Yes. From the time I finished college
until 1960. I was still in the area of
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business during those periods of time. My
children were born and my husband was in
the service.”
The women did not realize until late in their careers
that they wanted to be administrators. They did not have a
career plan; administration was not a career goal. They
came into administration at the advice of a superior. Some
of the comments were as follows;
"Never made up my mind; never set it as a
goal. I never really set a goal of
becoming an administrator. I was happy
with the students. I was satisfied where
I was."
"I left teaching to become a math consultant,
a quasi-administrative position. I had a
superintendent who gave me special assign¬
ments during 1967-73. It was during that
experience, working in such a task force,
that I became aware that I liked that part of
education. I became director of instruction."
"Well, actually I had not given that a lot of
thought. I was working in elementary school.
I talked with my immediate supervisor, the
assistant superintendent. He wanted me to go
back to school to get my MA and become a
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principal. I went home to talk to my husband,
and I told him everything. ... I went to
Peabody during the summers. I had worked two
summers and became a principal."
"There were two things that changed my life:
(1) My husband died and (2) I was ready for
some changes in my life. I went into a
supervisory position."
Inspiration to seek a career in administration was
received by these women mainly from former superintendents
in their districts. The superintendents provided the
motivation for these women to apply for positions.
Comments were as follows:
"A former superintendent approached me
about the position."
"The current school superintendent at the
time I came into the central office. It
was just something that grew on me. The
then superintendent motivated me to apply
to a position."
Inspiration for the other women came from mother,
college teacher, principal, and self. One woman stated:
"It*s really kind of hard to say, but I
think some of my inspiration was almost
by default that I saw many people in
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those jobs that were working very ineptly.
I thought I would really like to do this
myself."
Six women did not encounter barriers before or
after assuming their first administrative/supervisory
positions. Three women stated the following:
"I never felt that anything stood in my
way as a principal."
"I don't really know of any. It was there.
I was the best candidate. I got the job."
"I don't think I encountered any barriers
at all. Supervision is a feminine profes¬
sion. I had very good credentials."
Those women who did encounter barriers before and
after assuming their first administrative/supervisory
positions perceived them as being sex related. One woman,
however, encountered barriers because her husband was on
the board of education. Some of the comments were;
"Lack of orientation to the job that I was
expected to do."
"Yes, me. When I first submitted application
for principal, some of the older people
expressed whether a lady could do the job.
Board members were very supportive."
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"Not really except that I was the first
person in the system in that role. Being
the system is small, we didn't have other
supervisory personnel. I had to break
new ground."
Barriers were encountered moving from supervisory
positions to the superintendency. Again, the barriers
were perceived as sex related. Some of the comments were
as follows:
"Well, I guess the first barrier was getting
elected. Not everyone thinks a woman should
be in an administrative position. I can't
say there have been specific barriers."
"Moving from supervision to administration,
it took longer. Had I been male, it wouldn't.
It took me many years later in my life
(forties). It would cost me ten years. I
can't break the barrier between myself and
the superintendent. I have been actively
seeking a superintendency job for three years.
I am 49 years old. If I had been male, the
job would have been mine."
"Yes. Some difficulty with men principals
and bus drivers. They had mixed emotions.
Everything is fine now."
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Those women who experienced barriers and overcame
them had one common thread in their comments—work harder
and better. Responses were as follows:
"Well, I work through them. I identified
special people in my division, and I
worked directly with that person. In
other words, I would go to secretaries
and resource people myself. I still go
directly to the person."
"Probably work harder. To stress my
qualifications. I think women work harder
and longer to prove themselves."
"I think the way you finally get the
opportunity is that you have to work
harder and better. When I moved from
supervision to administration, there are
three male assistant superintendents and
myself. I have no female colleagues.
They never think we can go fishing or
play golf. There isn't a collegial
relationship. I have to do those things
with a subordinate. That's just a fact."
Responses by the women superintendents regarding
strengths and/or weaknesses brought to their first
administrative positions included the ability to work with
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people, organizational skills, leadership skills,
instructional and curriculum skills. Comments were
follows:
"Strengths: In charge of instruction from
K-12. Weakness; I had not had administra¬
tive responsibilities at lower levels."
"I brought a very strong background in
curriculum. ... I think my weakness is
managing capital outlay projects, but I'm
learning very quickly."
"Strength—organization. I am very good
working with people, being very diplomatic.
I am not temperamental. I attribute my
success thus far to leadership ability,
working with people."
"I believe my strengths were I had always
had the ability to work with people. I
could serve as a leader or follower. My
weakness was the fact I did not have a
school close by. I did not have an
internship in administration. I had no




"My strengths were in the areas of curriculum
and supervision. Weakness: I think I try to
do many things myself and not delegate enough."
Opinions varied as to the length of time an indivi¬
dual needs to begin planning to become a superintendent.
However, everyone agreed that a broad base of experience is
necessary. Some of the comments were as follows:
"Probably by the time they have been in the
school setting for seven to eight years.
It would not be a barrier to wait longer.
You need to really begin looking at other
types of positions to gain a wide variety
of experiences."
"From the day you decide to become an
administrator. You need a good background
in school building as a principal. A
minimum of five years, maybe even seven
years experience."
"From the very beginning. I think the more
experiences you have the better. The past
superintendent let me work in the central
office. Any experience dealing with people
and programs. I don't think you could
start too soon. I think an internship is
important with another superintendent."
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"I'll answer that through the back door. I
think as I watch young women in the district
begin to show leadership, I begin to encour¬
age them to get credentials to become
administrators. I would say after a person
has completed a master's degree, they should
ask where do I want to go from here. Mid
30's, early 40's analysis that I want to be
a leader. Really, good broad base of teach¬
ing is super important. Broad base should
be ten years, at least, before you start
leading other people."
When asked about the career path an individual should
take to obtain the superintendency, the interviewees stated
that broad-based experience was needed. Some of the women
felt that the principalship was not essential in one's
career path to the superintendency. The area of curriculum
was more important. Some of the comments were as follows:
"Well, there are a number of ways that would
be helpful. Now I did not have a principal-
ship in my background—that probably would
have been helpful, but not essential. I
came through the curriculum route, which
made me a stronger person. I think
principals need to be strong in the area of
curriculum. I think either of those routes
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or a combination of principalship and
supervision would be good."
"Preferably to be a classroom teacher;
probably be a principal—I was not; a
central office position—preferably
curriculum person; assistant superin¬
tendent, superintendent."
"Well, through the ranks. You need to put
forth that effort so your resume shows
broad-based experiences: teacher,
assistant principal, coordinator, some
middle management experience. As you grow
in your profession, you should take time
with others coming into the profession.
It keeps the profession alive."
"Hold various positions—working in
curriculum, knowledge of instruction,
staff development programs. I do not
feel that the principalship should be
a requirement to the superintendency.
I felt more qualified because of being
director of curriculum."
In retrospect, none of the women would have followed
a different career pattern to obtain the superintendency.
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They have been satisfied with the paths their careers have
taken. A few of the conunents were as follows:
"I think it would have been very difficult
to attain this if I had not come up
through the ranks like I did. No."
"I fairly enjoy what I have done. I might
opt to leave central office to be a
principal just for credibility." "
"No. I think mine was the best. The only
thing I would have changed was to teach
recently instead of years ago."
"Probably not, because I gained an awful
lot every step of the way. I don't think I
would have wanted it sooner."
The advice the women administrators would give other
women who aspire to the superintendency included to have
perseverance, to work well with people, to get involved in
the community, and to go get it! The following comments
were stated:
"The only thing I can say is do the very
best job. Gain experience. Don't let
sex be a hindrance. I have been very
pleased."
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"Like people. Be a risk taker and only be
willing to negotiate your point. Don't
ever waiver from that. Look for new
positions, but not below your point. Set
your bottom line, and let your staff go
with it. Have faith in your staff."
"Yes. Do not let yourself become a victim
of the pattern—I can't get it because I'm
a woman. Only your own abilities and your
own willingness can prohibit you from being
what you want to be."
"Develop grit. Learn to evaluate themselves
in the light of that; be able to take criti¬
cism and compliment in their proper perspec¬
tives. Prepare yourself well. Never project
your sexuality. You don't ask for anything
because you are female. You don't take any¬
thing. because you are female. Patience,
courage, fortitude. It will not be easy.




This chapter will provide conclusions and
recommendations based on the data collected from the
questionnaire, A Survey of the Career Patterns of School
Superintendents, administered to one hundred women and men
superintendents and associate/assistant superintendents in
the state of Georgia.
Personal Characteristics
The typical woman school superintendent and assis¬
tant superintendent are Caucasian, between the ages of
45-49, married with either two or three children, earning
over $40,000. Their male counterparts are younger,
between the ages of 40-54, married with two children.
They spent their formative years before attending
college in a rural community, population under 2,500.
The School District
The women and men administrators work in rural
school districts with K-12 grade levels and student enroll¬




The superintendents do not have a program for
identifying and recruiting administrators in their school
districts. However, they do have a program of inservice
training for school administrators.
Work and Professional Experiences
Both women and men (72 percent) were employed in
their first full-time position at ages 21-25. Most of the
women (61 percent) taught in elementary schools; however,
their male counterparts (68 percent) taught in high schools.
Women (45.2 percent) had over twelve years classroom
teaching experience, but men (26.1 percent) had four to
six years classroom teaching experience.
Women (60 percent) obtained their first administra¬
tive or supervisory position at ages 36-45, and the nature
of their first administrative or supervisory position was
as supervisor. Whereas, men (44.9 percent) obtained their
first administrative or supervisory position at ages 26-30,
and the nature of the position was assistant principal or
principal.
The majority of the superintendents (71.4 percent)
were elected to their four-year terms. The associate/
assistant superintendents were appointed to their one-
year posts.
The female superintendents were elected or appointed
to their first superintendency between the ages of 36-45
(40 percent) and 46-50 (23.3 percent). However, the male
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superintendents (61.8 percent) were elected or appointed
between the ages of 36-45. They have held one public
school superintendency and have served in only one state,
Georgia.
Professional Preparation
The highest academic degree earned by the females
and males (34.3 percent) was the doctorate. The highest
percentage of individuals (44.4 percent) obtained the
specialist degree. Their major was educational adminis¬
tration and supervision.
On the whole, superintendents (55.7 percent) found
their program of graduate studies to be good in preparation
for the superintendency. However, 51.5 percent do not plan
to continue their formal education. Those individuals who
would continue their formal education (48.5 percent) would
continue for personal growth and the doctorate.
Career Pattern
The typical career pattern of the female superinten¬
dents was teacher, supervisor, assistant superintendent, and
superintendent. Movement included supervision.
The male superintendents exhibited two typical
career patterns; teacher, assistant principal, principal,
and superintendent; and teacher, principal, superintendent.
Movement was administrative; no supervisory positions.
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The female assistant superintendents were diverse
in their career patterns. Their typical career patterns
were as follows:
Teacher, Director, Assistant Superintendent
Teacher, Supervisor, Director, Asst. Supt.
Teacher, Supervisor, Assistant Superintendent
Teacher, Coordinator, Asst. Superintendent
The female assistant superintendents exhibited no adminis¬
trative positions in their typical career patterns.
The male assistant superintendents were also diverse
in their career patterns:
Teacher, Principal, Asst. Superintendent
Teacher, Asst. Principal, Principal, Asst. Supt.
Teacher, Asst. Principal, Asst. Supt.
The male assistant superintendents did not have any super¬
visory moves in their career patterns. Ascendency was
administrative.
The majority of female administrators (55.2 percent)
first decided to become school superintendents at over
40 years of age. Only 20.7 percent of the females were
36-40. Males (54.1 percent) was ages 36-40 and over 40. It
took both groups less than one year to obtain their first
superintendency.
The superintendents (80 percent) considered them¬
selves to be mentors, and 61 percent have had a mentor in
their careers. However, they (44.4 percent) were ambiguous
regarding whether men or women tend to have mentors more
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frequently. The "Old Boy/Girl Network" has not been
effective in advancing their careers, and it has not been
utilized in employing other administrators.
Females (71 percent) thought discriminatory hiring
and promotional practices were a major or minor problem for
women. Males (56.5 percent) thought it was little or no
problem.
Blacks (78.6 percent) thought discriminatory hiring
and promotional practices were a major problem or minor
problem for minorities other than women. Caucasians
(50 percent) felt it was little or no problem.
The superintendents actively encourage/recruit
women (82.5 percent) and minorities (84.5 percent) to enter
administration.
Career Aspirations
The superintendents (95 percent) were satisfied
with the paths their careers have taken thus far and 84.8
percent felt that opportunities for career development were
good in their school districts. The superintendents
(93 percent) felt that their talents and capabilities were
being well utilized.
In five years, 31.6 percent of the administrators
will be retired. Twenty-seven superintendents (65.8 percent)
will remain in their current positions. The deputy, area,
associate, and assistant superintendents (46.6 percent)
aspire to be superintendents in five years.
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The advice offered to women who aspire to the
superintendency was to prepare yourself, work harder, be
professional, develop and show leadership skills, and move
up the ranks.
Interviews
The nine women administrators career goal after
graduation from high school was to teach. Some of the
women'had interruptions in their careers for child bearing
and rearing, continuance of formal education, or illness in
the family.
The women did not plan on becoming administrators;
they did not set it as a career goal. They were motivated
by former superintendents. The women obtained the proper
credentials and applied for positions.
Overall, the women did not experience any barriers
in administrative/supervisory capacities or the superinten¬
dency. Those women who did experience barriers perceived
them to be sex related and overcame such experiences by
working harder.
The women administrators strengths were in the areas
of curriculum and instruction, as well as working with
people and leadership skills. Their weakness was the lack
of an internship in administration.
Views were diverse as to when an individual should
begin planning to become a superintendent. However, every
one agreed that experience should be broad based.
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The women felt that the career path taken by an
individual to the superintendency should be supervisory—
strong curriculum background. They felt that the principal-
ship was not essential.
They are basically happy with the path their careers
have taken and would not change steps taken along the way.
The advice the women administrators would give
other women who aspire to the superintendency would be to
have perseverance, to work well with people, to get involved
in the community, and to GO GET IT!!
RECOMMENDATIONS
Schools of Education
1. Schools of education should actively recruit
qualified women who aspire to the superintendency into their
educational administration and supervision program.
2. The scarcity of women in educational administra¬
tion should be addressed and programs implemented to train
aspiring women.
3. Internship programs in administration, especially
the superintendency, should become an integral part of the
graduate program of studies in order that women, as well as
men, gain insight into the formal and informal networks of
these organizations.
4. Schools of education and local school systems
should become actively involved with each other to assess
their educational needs.
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state Department of Education1.The state department of education should
undertake a state-wide study to investigate the scarcity
of women in administrative positions.
Local School Systems
1. Programs should be developed for identifying
and recruiting administrators in the school districts.
2. Existing inservice training programs for school
administrators should include training sessions for aspiring
women to optimize their skills.
3. Steps should be taken to reduce the number of
years it takes for women to advance from staff positions to
administrative positions.
Women Who Aspire to the Superintendency
1. Women should develop specific career .goals and
establish a time frame to accomplish those goals.
2. Continue to obtain the necessary credentials
and certifications in preparation for administration,
especially the superintendency.
3. Women who are superintendents and assistant
superintendents should serve as role models and mentors to
those women who aspire to the superintendency.
4. Apply for administrative positions within your
school district and outside your school district.
102
Future Research Endeavors
1. It is recommended that research be conducted
on women who have the necessary credentials and certifi¬
cations but have not been promoted to administrative
positions.
2. It is recommended that women take an active
role in furthering research on women in education.
3. It is recommended that research be conducted
on minority women and men educators to determine factors
relating to their decreasing n\ambers in educational
administration and supervision.
4. It is recommended that a follow-up study of
the women superintendents and assistant superintendents
in this study be conducted in five years to determine
if their career aspirations were actualized.
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LIST OF SCHOOL SYSTEMS
WOMEN SUPERINTENDENTS
1. Bryan County Schools
2. Buford City Schools
3. Cherokee County Schools
4. Crawford County Schools
5. Decatur City Schools
6. Douglas County Schools
7. Emanuel County Schools
8. Jeff Davis County Schools
9. Randolph County Schools
10. Taliafero County Schools
11. Telfair County Schools




LIST OF SCHOOL SYSTEMS
WOMEN ASSISTANT SUPERINTENDENTS
1. Atlanta City Schools
2. Baker County Schools
3. Bibb County Schools
4. Charlton County Schools
5. Chatham County Schools
6. Cobb County Schools
7. Commerce City Schools
8. DeKalb County Schools
9. Dougherty County Schools
10. Forsyth County Schools
11. Fulton County Schools
12. Grady County Schools
13. Hancock County Schools
14. Houston County Schools
15. Meriwether County Schools
16. Morgan County Schools
17. Telfair County Schools
18. Troup County Schools
19. Walton County Schools
20. Washington County Schools




The Ohio State University Department of
Educational Policy and Leadership
College of Education
121 Ramseyer Hall





2900 Camp Creek Parkway, Apt. B-13
College Park, Georgia 30337
Dear Ms. Bonelli:
Enclosed is a copy of the AASA superintendents study survey instrument.
It was used for data collection to complete the 1982 report on the
American school superintendent. You have my permission as well as the
permission of the Ohio State University to use this instrument for
your own research purposes.
Sinc^ly yours,
,^^J^vern L. Cunningham


























Mr. Gary Marx - ,
Associate Executive Director
of Communications
The American Association of '
School Administrators
1801 North Moore St.
Arlington, VA 22209
Dear Mr. Marx:
Thank you for granting me permission to use the 1982 AASA
questionnaire on the American school superintendency. This
letter confirms our telephone conversation on Monday,
July 1, 1985.
The focus of my doctoral research will be the career pat¬
terns of women school superintendents in Georgia. I
would be more than happy to share the results of this
study with you and AASA. i
I spoke with Dr. Luvern Cunningham on Monday, July 15, and
he is sending a copy of the survey instrument.







AfCRICAN ASSOCIATION OF SCHOOL ADMINISTf?ATORS
Arlington/ Virginia 22209
NATIONAL STUDY OF THE AMERICAN SCHOOL SUPERINTENDENT
Supported by the Spencer Foundation
Mot«: Your participation in this study is an extraordinary service to your
profession that goes beyond normal expectations. The depth and breadth of this
resaarch project is significantly greater than typical status reports.
Without your help the project will faill Please feel free to use administrative
assistance in completing the demographic data.
This qusstionnaiTs uaa dsvslapsd with ths assistanas and advioe of the Comrittee fox'
the Adoanoement of School Administvatian, AASA.
Directions
l/l:i>A Your questionnaire is identified by a code number
/l:S to simplify recordkeeping and followup procedures.
In reporting the results, no individual identity
wilt be divulged. Only group statistical re¬
sponses will be cited. Respondent confidentiality
is assured.
Attempt to answer every question and, please, make every answer a sincere one. In
the event none of the alternatives provided for a question correspond exactly to your
position or opinion, you are asked to select that alternative which comes closest to
the answer you would like to give.
Circle the number of the proper alternative using either pen or pencil. If you
change a response please be sure tnat tne enanga is legibla and clear in order to
facilitate data processing.
Place your completed questionnaire in the envelope provided and mail it. Your












what ethnic group would you identify yourself?
(Indian, Eskimo)
is your present marital status?
Harried





6/1:11 5. Which of the following categories best describes the type of community in
which you spent most of your life prior to your college years?
1. Rural 3. Suburban city in a metropolitan area
2. Tom) or small city 4. Larga urban center or city
7/1:12 6. Which of the following categories best describes the size of the community
in vdiich you spent most of your life prior to your col lege years?
1. Under 2,500 in population 3. 10,000 to 99,599 in population
2. 2,500 to 9,999 in population 4. 100,000 or more in population
8/1:13 7. Politically, do you consider yourself to be a(sn):
1. Independent 3* Republican





















8.yas on* or both of your parents active In the PTA/PT071.Yes 2. No 3> Don't recall9.How does your present standard of living compare to that of your parents
when they were your age?
1. The same as your parents 3< Lower than your parents
2. Higher than your parents10.Which category best describes the educational level of your father? (Select
only one)
1. Did not complete elementary school
2. Completed elementary school
3. Graduated from high school
4. Some col lege
5. Graduated from college
6. Graduate or professional school
7. Technical or Trade school
8. Don't knowII.Which category best describes the educational level of your mother? (Select
only one)
1. Did not complete eleaMntary school
2. Completed elementary school
3. Graduated froa high school
4. some college
5. Graduated from college
6. Graduate or professional school
7. Technical or trade school
8. Don't know12.In general, do you believe that the children of today's superintendents will
enjoy, as adults, a standard of liviog:
1. Equal to your standard of .living
2. Better than your standard of living
3.Lower than your standard of living
8. Don't know
II. CAREER OATA/PROFESSIONAL ACTIVITY
13. At what age were you employed In your first full-time position In public
edueatlon?__________^_^__years old.
14. In what type of school was your fj£S£ full-tla» position In public education?
1. Elamentary school 4. College/university
2. Junior high/middle school 5. Vocations I/technics I school
3. High school 6. Other (Specify):15.What subject(s) did you teach In your first full-time teaching position in





05* English, Drama or Journalism







13. Counseling and guidance
14. Driver education
15. Vocational-technical
16. Other (Specify):16.What extra-curricular activities ware you responsible for in your first




4. School newspaper or annual
5. Music group outside of school day
6. Other (Specify):
17. How many years of classroom teaching experience have you had? Do not include
years as full-time administrator or supervisor. years.
18. At what age were you appointed to your first school administrative or
supervisory position other than the super intendency? years old.
19. What was the nature of your first administrative or supervisory position
other than the super intendency? (Select only one)
1. Assistant principal 5. Assistant Superintendent
2. Principal 6. State Department of Education









How many public school suporintendancies have you held including your
present one? •
How many years have you served (in total) as a superintendent including
1981-82? years.
In how many states have you served as a public school superintendent?
Were you elected or appointed to your present super intendency?1.Elected 2. Appointed
Were you appointed or elected to your present super intendency from:
I. Inside the same district 2. Outside the district
How many years in length Is the full tens of your present contract or
letter of appointment with your school board? years.
26.-32. in the chart below, provide the following Infomation for each
































^e at the time of appointment to the position
TOTure weans total nunber of years in the position
Enrollment - total elementary-secondary pupil enrollment (estimate)
Salary at the bwlnning of the super Intendency (excluding perks)












26. Present Super Intendency




27. First Super intendency
28. Second Super intendency
29. Third Super intendency
30. Fourth Superintendency
31. Fifth Super intendency















33* In vdiich of the following types of poi
year or more of experience? (Place a
a. Elementary teacher
b. Elementary ass't. principal
c. Elementary principal
d. J.Ml./middle sch. teacher
e. J.HI./middle sch. ass*t. princii
f. J.HI./middle sch. principal
a. High school teacher
lit ions have you had one full
check in the appropriate blanks).
h. High school ass't. principal
l. High school principal
j. Supervisor or consultant
k. Director
•I I. Ass't./assoc, superintendent
m. College or university teacher
n. Other (Specify):
82/3:6 36. Which of the following combinations of educational experience best describe
your career pattern prior to the super intendency? (Select only one).
1. Teacher only 5.
2. Principal only 6.
3. Central office only 7.
6. Teacher and principal 8.
Teacher and cantral office
Principal and central office






















35.Hav* you spent your antlr* aducational career in one school district?
1.Yes 2. No36.In what positions were you employed outside of public education for a
period of one year or more since graduation from college? (Check those
positions that apply).
a. .^_No non-educatlonal employmant d. Non-pub I ic education
b. Military e. Other (Specify):
_____
c. EBusiness
37. At what age did you first decide that you wanted to become a school
superintendent? years old.
38. How long did it take you to obtain your first super intendency once
you were certificated and actively sought such a position?
1. Less than I year 3. 2 years 5. 4 years
2. 1 year 4. 3 years 6. 5 or more years
39. What is your perception of the mst important reason you «<ere employed by
your present board of education? (Select only one).
1. My personal characteristics/qualifications
2. The board/ceanunity wanted some specific programmatic or curricular improvements
made in the school district.
3. The board/communIty was looking for a person to solve some specific problems
(i.e. closing schools, RIFing, desegregation, etc.)
4. The board/community wished to saintain the status quo.
5. Other (Specify):
40. Oo you consider yourself to be a mentor?
1. Yes 2. No 3> Uncertain, don't know
41. Oo others coma to you for career advice on a regular basis?
1. Yes ' • 2. No 3* Uncertain, don't know
42. Oo you, or did you ever, have a mentor?
1. Yes 2. No 3> Uncertain, don't know
43. The following data will be useful in datarmining the work load of the
superintendent of schools. Please fill in the missing blanks.
a. What in your estimation Is the nuaber of hours that you
devote to the super intendency during a typical week?
b.
________ About how many evenings in a typical week do you obi igate
to do work related to the super intendency?
c. About how many Saturdays in a typical month are devoted
(whether for one hour or all day) to work related to the
super intendency?
d. About how many Sundays in a typical month are devoted
(whether for one hour or all day) to work related to the
super Intendency?
e. What tlM in the morning does your typical work day
start?
f. What time does your typical work day end?
44. How many professional meetings did you attend in the past twelve months?
1. None 4. 5-6 8. Don't know
2. 1-2 5. 7-8
3. 3-4 6. 9 or more
45. Has the "Old Boy/Girl Network" been effective in advancing your career?
I* Tms 2. No 8. Don't know
46. Have you utilized the "Old Boy/Girl Network" in employing other
administrators?
















47. In your opinion, to what axtant aro discriainatory hiring and proantional
practicas a problan in limiting adainistrativa caraar opportunitiaa for
woman?I.Major problam 2. Minor probtom 3. LIttIa or no problam
48. In your opinion, to what axtant ara discriminatory hiring and promotional
practicas a problam in limiting administrativa caraar opportunitias for
minorities other than tNoman?1.Major probim 2. Minor problam 3. Little or no problam
49. Do you actively encourage/recruit woman to enter administration?
1. Yes 2. No
50. Do you actively encourage/racruit minorities to enter administration?
I. Yes 2. No
51- From your perspective, which of the following factors most inhibit your
affaetiveness at superintandant? (Select no more than two)
01. Lack of time
02. Too much added responsibility
03. Inadequate financing of schools
04. Too many insignificant demands upon superintendent
05. Limits on personal or professional capabilities
06. Too many controls placed on superintendent
07. Inexperienced, unqualified, or ill-prapared staff members
08. Difficulty in relations with school board members








98. No opinion ’
52. During what period of service as a superintendent do you believe you were/
will be most effective?
1. Early years 3. Recant years
2. Middle years 4. Years that 1ie ahead
8. Don't know
53. What, in your opinion, is the status/prastiga of the position of the
superintendent as educational or community leader in you school district?
(Select only one).
1. Decreasing In importance and influence.
2. Remaining about the same as it was 10 years ago.
3. Increasing in importance and influence.
4. Don't know.
54. If you had to do it all over again, would you choose a career as/in:
(Select only one).
1. School superintendent




6. A position outside the field of education
7. Other Upecify):
8. Don't know55.If you have held more than one superintendency, please list below the reason





Please check the professional organizations in which you are an active
member in good standing: (Check all that apply)
a* AASA d. State Professional Association(s) g. ASBO
b. NEA Other (Specify): h. NAESP
















III. SCHOOL BOARO/SUPERIHTENDENT/COHMUNITY RELATIONSHIPS (from Che perspective of your
present position)
57> Who takes the lead in the development of policy? (Select only one).
1. School board 3. Superintendent
2. School board chairperson 4. Shared responsibility58.HOM is board member orientation handled? (Select only one).
1. Superintendent 4
2. Sy experienced school board 5
members 6
3. By school board associations 8
Through shared responsibility
New board members are not oriented
Other (Specify):
Don't know59.Who prepares the agenda for board meetings?
1. Superintendent 3> Shared responsibility 8. Don't know
2. Board chairperson 4. Other (Specify):
60. What is the average length of service of your present board members?
years.
61. Are board members appointed or elected?




a. Males b. Females63.How many current board members belong to each of the following ethnic
groups? (Fill in the blanks with the appropriate number).
a. White (non-Hi span i c) c. Chi cano/Hispanic e. ^Asian/Pacif ic
Islander
b.
_____ Black(non-Hispanic) d. Native American f. ^Otber (specify)
(Indian, Eskimo)
84. In your opinion, is community participation in school district
decision making:
1. More inportant in 1981 than in 1971 3. About the same
2. Less important in 198I than in 1971 8. Don't know65.Does your board view citizen particiation;
1. Favorably 3. Take it or leave it
2. Unfavorably 8. Don't know66.In your opinion what is occuring in regard to the desire of parents and/or
community members to participate in the decision making process?
1. Parents/community are becoming more willing to participate.
2. Parents/community are becoming less willing to participate.
3. Parent/conmunity willingness to participate remains about the same as it has
been over the past few years.
8. Don't know.67.What do you see occuring in regard to the desire of students to partcipate
in the decision making process?
1. Students are becoming more witling to partcipate.
2. Students are becoming less willing to partcipate.
3. Student willingness to partcipate remains about the same as it has





























68. Check below the areas in which you involve parents or other citizens in
a planning-advisory capacity in your school district.
a. Objectives and priorities for the school
b. Program changes and new programs being considered
c. Student activities
d. Student behavior, rights and responsibilities
e. Finance and budget
f. Evaluation of programs
a. Evaluation of personnel
h. General administration
i. Fund ra i s i ngj. Other (specify)
69. How often does your board evaluate your job performance? (Select only one).
1. Annua 11y 4. Never
2. Semi-annually 5. Other (Specify)
3. At contract renewal time only 8. Don't know
70. Whet kind of procedure does your board use for evaluating your Job performance?
(Select only one).
1. Formal 3- Both of these 9. | am not evaluated
2. Informal 8. Don't know
71, If you are not formally evaluated, do you see a need to develop a formal
procedure?
1* fes 2. No 9> Does not apply
72. If you are not formally evaluated, does your board of education see a
need to develop a formal procedure?
1> Ves 2. No 8. I do not know 9. Does not apply
'21 73. 1h your opinion, lahich of the following are reasons for your board
23 evaluating you. (Select the two most important^
01. To provide periodic and systematic accountability
02. To establish evidence for dismissal
03. To identify areas needing improvement
04. To point out strengths
05. To docunent general dissatisfaction with your performance
06, To help you establish relevant performance goals
07. To assess present performance in accordance with prescribed standards
08. To compiy with board policy
09. To determine qualifications for permanent status
10. To determine salary for the following year
87. Other (Specify):
98. Don't know
99< Question does not apply
For each of the following criteria please indicate the degree to which each
criterion is a factor in your evaluation.
Important Somewhat Not a Don'
Factor a Factor Factor Know
0. General effectiveness of your performance 1 2 3 3
b. Your personal characteristics 1 2 3 8
Ce Educational leadership and knowledge 1 2 3 8
d. Management functions 1 2 3 8
• a Recruitment, employment and supervision
of personnel 1 2 3 8
f. Budget development and implementation 1 2 3 8
9- Board/superintendent relationships 2 3 8
h. Staff/superIntendent relationships 1 2 3 8
i Student/superintendent relationships 1 2 3 8








75> 'Which of the following methods are used in your evaluation by the board?
(Select the two most important.)
01. Discussion at executive meeting of Board members only
02. Discussion at a meeting of the Board and the superintendent
03. Rating forms used individually and/or collectively
04. Written evaluation presented to the superintendent
05. Criteria for the appraisal developed in advance by the Board
06. Criteria previously agreed to by the Board and the superintendent
07. The superintendent is rated on each criterion
08. Board consults others before completion of its evaluation
09. Observation and association of Board and the superintendent at
meetings, other times
10. Assessment of the superintendent's written reports
11. Evaluation against goals and objectives for past year
12. Comparison with other districts
13. The superintendent has the opportunity to respond to Board evaluation
14. The superintendent has the opportunity to measure the performance
of the Board
87. Other (Specify):
98. Don' t know
99. Question does not apply
76. From your point of view, which of the following are your board's primary
expectations of you as a superintendent? (Select only two).
1. Skill in human ralations
2. Knowledge of finance
3. Internal management
4. P.R. - community relations
77> Do you have a formal Job description?
I. Yes
78, If you have a formal Job description,
in the description?
I. Yes 2. No 8.
79. As superintendent, what do you see as






are you evaluated against the criteria
Don't know 9. Does not apply
the most difficult problem your board
only one.)
80. Listed below are some individuals/groups which may be sources of information
to school board members for decision making purposes. From your perspective




















a. District superintendent 1 2 3 4 5 8
b. Central office staff 1 2 3 4 5 3
c. Teacher organizations 1 2 3 4 5 8
d. Other employees 1 2 3 4 5 8
a. Parents 1 2 3 4 5 8
f. Students 1 2 3 4 5 8
9' Special interest groups in
the community 1 2 3 4 5 8
h. Local power structure In the
community 1 2 3 4 5 8
i. School board organizations 1 2 3 4 5 8
126
||W. ISSUES AHD CHAlltMCES FACIMC THE SUPEBIMTEMDEHCY TODAY
8l, OEGREE OF IMPORTAWCE:
Please rate each of the following
issues and challenges facing the
super intendency today In your
school district on the following
scale: t) Of great Significance;
2) Significant; 3) Of Llwlted
SignlHcance; k) little or Mo
Significance. (Circle appropriate
response.)
82. PRE-SERVICE/IN-SERVICE: Pre-service and in-
service professional education are inportant.
Please indicate whether the issues'IIsted: I)
should be included In pre-service education prograias
only, 2) should be handled through in-service ed¬
ucation only, 3) both, or b) should not be Included










Pre-service In-service Doth Neither Don'l Know
l79/b:52 1 2 3 6 8 1. Social-cultural issues such as race re¬
lations, integration; or segregation.
1 2 3 6 8 215/5:16
I80/Ii:53 1 2 3 6 8 2. Issues such as negotiations, strikes, sanctions
and/or forns of teacher nilitancy.
1 2 3 6 8 216/5:15
I8l/li:$b 1 2 3 6 8 3. Student activisn.
1 2 3 6 6 217/5:16
l82/b:5S 1 2 3 6 8 DecentralIxatIon of large districts. 2 . 3 6
8 218/5:17
I83/<i:56 1 2 3 6 8 5. Consolidation of saiall districts. 1 2 3
6 8 219/5:18
l8b/b:S7 1 2 3 6 8 6. Changing priorities in curriculun such as
“Dack to the Dasics," black studies courses
or sex education.
1 2 3 6 8 220/5:19
l8S/b:58 1 2 3 6 8 7. Demands for new ways of teaching or oper¬
ating the educational program.
1 2 3 6 8 221/5:20
186/5:59 1 2 3 6 8 8. Financing schools to meet increasing cur¬
rent expenditures and capital outlay.
1 2 3 6 8 222/5:21
187/6:60 1 2 3 6 8 9. Assessing educational outcomes. 1 2 3
6 8 223/5:22
|88/Ii:6l 1 2 3 6 8 10. Growing pressure for public support of non¬
public schools.
1 2 3 6 8 226/5:23
189/6:62 1 2 3 6 8 II. Declining federal involvement. 1 2 3 6
8 225/5:26
190/6:63 1 2 3 6 8 12. Caliber of persons assigned to or removed
frcx* local boards of education.
1 2 3 6 b 226/5:25
191/6:66 1 2 3 6 8 13. Caliber of responsibilities assigned to or
removed from local boards of education.
1 2 3 6 b 227/5:26










Know Pre-service In-service Both Neither Don't know
I93/‘i:66 1 2 3 4 8 15, Greater visibility of the superintendent 1 2 3
4 8 229/5:28
194/4:67 1 2 3 4 8 16. Increasing attacks on the superintendent 1 2 3
4 8 230/5:29
I95/'i:68 1 2 3 4 8 I7. Use of drugs end alcohol In the schools. 1 2 3
4 8 231/5:30
196/4:69 1 2 3 4 8 18. Changes in values and behavioral norms. 1 2 3
4 8 232/5:31
197/'i:70 « 2 3 4 8 13, Special education/PubIic Law 94-i42. 1 2 3 4 8 233/5:32
198/4:71 1 2 3 4 8 20. AccountabilIty/CredibilIty. 1 2 3
4 8 234/5:33
199/6:72 1 2 3 4 8 21. ConntunIty Involvement In school district
decision making.
1 2 3 4 8 235/5:34
200/4:73 1 2 3 4 8 22. AIFing.
1 2 3 4 8 236/5:35
201/4:74 1 2 3 4 8 23. Affirmative Action Programs/Title IX. 1 2 3
4 8 237/5:36
202/4:75 1 2 3 4 8 24. Student discipline. 1 2 3
4 8 238/5:37
203/4:76 1 2 3 4 8 29. Planning and goal setting. 1 2 3
4 8 239/5:38
ZQk/k-.n 1 2 3 4 8 26. Administrator-board relations 1 2 3
4 8 240/5:39
205/4:78 1 2 3 4 8 27. Developing and funding Instructional
programs for new allens.
1 2 3 4 8 241/5:40
206/4:79 1 2 3 4 8 28. Staff recruiting/selection. 1 2 3
4 8 242/5:41
207/5:6 1 2 3 4 8 29. Personal time management 1 2 3 4 8
243/5:42
208/5:7 1 2 3 4 8 30. Parent apathy and irresponsibility about
their own chiIdren—including child abuse.
1 2 3 4 8 244/5:43
209/5:8 1 2 3 4 8 31. Student rights in terms of due process
requirements and court imposed procedures.
1 2 3 4 8 245/5:44
210/5:9 1 2 3 4 8 32. Compliance with state and federal record
keeping requirements.
1 2 3 4 8 246/5:45
211/5:10 1 2 3 4 8
33- Obtaining timely and accurate information
for decision making.
1 2 3 4 8 247/5:46
212/5:11 1 2 3 4 8
34. Barrier-free facilities for handicapped
students.
1 2 3 4 8 248/5:47
213/5:12 1 2 3 4 8
35. Staff and administrator evaluation 1 2 3 4 8 249/5:48
214/5:13 1 2 3 4 8 36. Other (Specify):
1 2 3 4 8 250/5:49
o
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251/5:50-51 83. What !s tha highest earned degree you hold? (Select only one)
252/5:52-53
01. Less than BA
02. Bachelor's Degree
03. Master's degree in education
o4i Master's degree not in education
05. Master's degree plus some
additional graduate work
06. Master's degree plus all course
work for a doctoral degree
07. Specialist degree
08. Doctor of Education or Philosophy
10. Additional work beyond the doctorate
87. Some other degree (Specify): ____
8A. In which of the following areas did you major as an undergraduate? If you
majored in more than one, choose the one with the most hours. (Select only one).
01. Agriculture
02. Business
03. Education (other than phys. ed.)
04. Fine arts




08. Physical or biological sciences
09. Social sciences (e.g., sociology,
history, etc.)




85.-87. What was your major field of study for each of your graduate degrees/
certificates? Choose only one per program and write the appropriate number
from the list below in the corresponding blank.
01 Educational Administration
and supervision
02 Secondary education 85. 36. 87.
03 Physical education Sixth Year
04 Humanities or fine arts Master's or Specialist Doctorate




99 No graduate study





256/5:60-61 a. Age at the start of degree study
257/5:62-63 b. Age at completion of degree study
258/5:64 c. Did you receive a fellowship or
assistantship? I.Yes 2.No I.Yes 2.No 1 .Yes 2. No
259/5:65-67 d. Indicate total amount of fellow¬
ship or assistantship stipend
260/5:68 a* Who provided the fellowship/
assistantship (university, federal
grant , etc.)?
261/5:69 f. Did you receive sabbatical leave
or other financial support from
your district? 1 .Yes 2.No I.Yes 2.No
I.Yes 2.No
262/5:70 9. Did you receive Cl or veterans
benefIts? 1 .Yes 2.No I.Yes 2.No I.Yes 2.No
263/5:71
h. Did you have to seek a loan to
complete your study? 1 .Yes 2.No 1.Yes 2.No I.Yes 2.No
264/5:72-74 i. If yes, how much did you borrowfor such purposes?
265/5:75-76 j. Years of administrative experience
when degree was received
266/5:77 . k. Indicate nunber of semesters or S„ ®nr S
quarters spent in full-time study Q- (1°'^ cr'
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289/6:41 91. On the whole, how would you eveluete your progren of greduate studies as
preparation for the super Intendency?
1. Excellent 3. Fair 8. Don't know
2. Good 4. Poor
290/6:42-43
291/6:44-4$
92. What was the major strength
01. High quality of professors
02* High caliber of fellow students
03- Quality of educational adminis¬
tration courses (one or more)
04. Quality of other courses in
education
0^ Availability of noneducation or
cognate courses
93. What t«s the major weakness of your
(Select only one).
06. Field contacts or practical work
in districts
07. Library and other facilities





9& Don‘t know , no op in ion
graduate study program? (Select only one)
of your graduate study program?
01. Low qua IIty of professors
02. Poor or irrelevant course
offerings in general
03. Shortcomings in, or lack of,
specific classes
04. Lack of internship
05. Poor quality of specific
educational attainistration coursas
06. Lack of support from othar dapts.,
not anough support from other depts
07. Poor library or other facilities
08. Lack of opportunity for full-time
study





98. Don't know, no opinion
292/6:46-47
293/6:48-49
94. What new skills or information do you fael you need to maintain your effec¬



























95. What is your opinion about the usefulness of educational research?
1. Such research is highly useful 4. Such research is not useful
2. Such research is usually useful 8. Don't know
3. Such research is occasionally
useful
96. From your current perspective, rate each of the following graduate
courses in terms or its usefulness for a beginning superintendent.
Please circle the appropriate response.
Not at
Highly useful. Somewhat all





School Finance Systems I
School Business Hanagenwnt 1
Legal Aspects of Education 1
School Plant Planning 1
The School Principalship 1
Other (Specify): _______ ’
Educational Foundations
Child Growth and Development 1
History of Education 1
Philosophy of Education 1
Psychology (Adolescent t Other) 1
Research Methodology 1
Other (Specify): 1
Curriculum, Instruction t Supervision
Adult Education Courses 1












































































Computer and Data Processing
Multi-media, Including TV
Operations Research
PPBS or Program Budgeting
Systems Analysis
Other (Specify):
Humanities and Fine Arts
Drama
Music














Essentlal Not Essential Useful Useful Know
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 a
1 2 3 6 8
1 2 3 6 3
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
I 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 2 3 6 8
1 . 2 3 6 8
1 2 3 6 8
I 2 3 6 8
1 2 3 6 8
I 2 3 6 8
self-fuufiujjehtJ
Which o^ issue listed on pages 9 and 10 (questions 8l and 82) would cause
you to leave the superintendency if the issue intensifies further in your
school district?
__________ (Write the appropriate number from the list of issues/challenges).
98. What are your future plans in the superintendency? Please circle the one
which reflects your thinking today.
01. I definitely will continue in a super intendency whether in this
district or another until the normal retirement age.
02. I will probably continue in a super intendency until I can qualify
for minimum state retirement benefits.
03. I will probably leave when I find a desirable position in a university.
06. I will probably leave when I find a desirable position outside of
education.
05. This is an impossible position and I want to get out of the superin¬
tendency as soon as possible.
06. I will remain until a position outside the super intendency opens which
allows me to make a greater contribution to education.
07. I expect to leave the super intendency for another position tewporarily
but I will eventually raturn to a super intendency positon.
87. Other, please specify
98. Don't know
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99. How much Mlf-fuiflUmant (that is tha faaling of baing abla to usa ona's








3*9/7:35 100. Tha suparintandancy is oftan dascribad as a stressful occupation









101. Listad baloM are a nuafear of things which sonatioios troi^la suparintandants.




Frequently Sometimes Never Never
Don'
Know
350/7:36 a. 1 a« concarnad about
what an individual or
group may do if 1 aaka
a dacision contrary to
thair wishas.
1 2 3 6 5 8
351/7:37 b. 1 find mysalf baing
concarnad whathar 1
hava mada tha right daci*
Sion on a raattar with
which 1 hava just daalt.
1 2 3 6 5 8
352/7:38 c* i am concarnad about
rotating to, and baing
supportad by, tha local
power structure.
1 2 3 6 5 8
353/7:39 d. 1 aai concerned about a
lack of control over
events which occur that
affact tha schools.
1 2 3 6 5 8
35*/7:*0 • . 1 am concerned over how
to deal with non<*produc-
tiva and/or uncooparativa
staff.
1 2 3 6 5 8




1 2 3 6 5 8
356/7:62 g. 1 am kept awake at night
thinking about tasks un¬
done or problems un¬
resolved.
1 2 3 6 5 8
357/7:*3 h. i am concerned about my
relations with tha
teachers unlon/assoc.
1 2 3 6 5 8
358/7:64 i. 1 am concerned about tha
impression 1 will stake
whan attending laaatings
of various community
groups 'In my role as
suparintandant.
1 2 3 6 5 8
359/7:65 J. 1 find mysalf baing
concarnad about financial
swttars and levy issues.
1 2 3 6 5 8
360/7:66 k. 1 faal nervous whan
planning or participating
in school board aieatings.




102. Mticti of tho following boat doacribos your proaont poaltion?
1. Gonoral auporintandont (chlof oxocutivo officer)
2. Area or aub-dlatrlct auporintondant
3. County auporintondant
4. Vocatlonal/tochnical auporintondant
5. Intonaodlato unit auporintondant (BOCES, ECSU, ate.)
b. Othor (Spocify):
103. Mmc grade louola ora included In your dIatrietT
1. K or I'U
2. K or 1-9
3. K or l-t
4. K or l-b




3b3/7:50 104. Oeoa your aehool diatrlet prowida pro-kindorgarton oducatianT
I. Yea 2. No
3b4/7:51-52
3b5/7:53-54
105. How many atudonta wore anrollod in your diatrict aa of Soptambor, 19817
01. 100,00 or more 04. 10,000 to 24,999 07. 1,000 to 2,999
02. 50,000 to 99.999 05. 5.000 to 9.999 08. 300 to 999
03. 25.000 to 49.999 Ob. 3.000 to 4,999 09. laaa tha:w300
10b. How doaa the praaant enrolImant eonparo with that of 19707
01. Incraaaa of 25S or more II
02. Ineraaaa of 20 to 242 12
03. Ineraaaa of 15 to I9t 13
04. Ineraaaa of 10 to 142 14
05. Incraaaa of 5 to 9X 15
06. Ineraaao of laaa than 5X lb.
20.
9S.
Oacroaaa of 25t or more
Oacroaaa of 20 to 24t
Oaeraata of 15 to 192
Oacraaaa of 10 to 142
Oaeraaaa of 5 to 92
Oacraaaa of laaa than 52
No change over iaat 10 yaara
Not aacartainabla; don't know
3bb/7:55-5b 107. In which geographical region ia your aehool diatrict located?*
01. New England 04. Great Lakaa .07 Rocky Hountaina
02. Hidaaat 05. Plaina .08 Far Weat
03. Southaaat Ob. Southwaat .09 Alaaka
.10 Other (Specify)
*$tatac included in geographic ragiona. New Engiand; CT, HA, HE, NH, R|, VT:
Hidaaat; OE, OC, HO, NJ. NY, PA; Southaaat: AL. AA. PL, OA, KY, LA, HS. HC, SC,
Yta, VA, WV; great Ukaa; IL, iN ,HI, OH. Wl; Plaina; iA, KS, HH, HO, HE, NO, SO;
Southwaat: AZ. NH. OK, TX; Rocky Hountaina: CO, iO, HT, UT. HY; Far West: CA.
HI, nV. 6r, VM.
3b7/7:57 I08. What ia the total population (all agaa) of your aehool diatrict?
1. 200,000 and over
2. 100,000 to 199.999
3. 50.000 to 99.999
4. 30.000 to 49.999
5. 10.000 to 29.999
b. 2.500 to 9.999
7. Laaa than 2.500
8. Don't know
388/7:58 109. Which of the following catagoriaa beat daacribaa your aehool diatrict?
1. Hajor urban cantar (aehool diatrict containa a central city of
200,000 or more population).
2. City diatrict (aehool diatrict containa a central city of 50,000 to
199,999 population).
3. Suburban (aehool diatrict doaa not contain a central city of 50,000 or
nwre but la located within a county or contiguoua countiea adjudged to
be aoeially and aconomically integrated with the central city).














110. How many cantral offica administrators ara thare in your district? Oo
not count yoursalf. If nona, antar a zaro.
______________
111. Hom many of thasa cantral offica administrators ara femala? Do not count
yoursalf. If nona, antar a zaro. .
376/7:69-70 112. How many of thasa cantral




offica administrators balong to aach of tha
(Fill in tha blanks with tha appropriata numbars.)
c. Chicano/Hispanic a. Asian/Pacific
___d. Nativa Amarican islandar
(Indian/Eskimo) f. Othar (Spacify):
113. How many staff mambars raport to you directly?
11*. Of tha subordinata administrativa sarvica areas available to you in your
district, Uiich ona do you raly on most heavily? (List only one).
98. Don't IcnM
115. In projecting tha administrativa naads of your district, what types of
specialists do you balleva will be needed in your district, that you do
not now have, to keep pace with educational needs over tha next several
years. (Select no mra than throe.)
01. CurriculuB and Instructional
02. PubIic Relations
03. Research and development





09. Business managamant10.Staff davaiopmant 11. Government relations12. Attorneys13. Change specialistsI*. General planners15* Vocational-tachnical16. Hora elamantary specialists17. Hora classified parsonnai18. Nona needed87. Other (Specify)*:98. Don't know
116. Who serves as tha chief negotiator for your district?
1. Superintendent *. Professional negotiator from inside
2. Professional nego- 5. Board attorney
tiator from outside 8. Don't know
3. Board mambars
117. How amny strikes have you experienced during your career as superintendent?
Thank you most sincerely for your cooperation and patience in completinp
THIS QUESTIONNAIRE.











A SURVEY OF THE CAREER PATTERNS OF SCH30L SUPERINTENDENTS
QUESTIONNAIRE
Directions» Please circle the number of the appropriate response which best
completes each question, A few of the questions require a brief
written explamation. Please complete all items on the survey.
PART I - PERSONAL CHARACTERISTICS
1, What is your sex?
2. What is your age?
1. Hale 2. Female
1. Under 40 4. 50-54
2. 40-44 5. 55 - 59
3. 45 - 49 6. 60 or over
With what ethnic group would you identify yourself?
1. Black 4. Native American (Indian, Eskimo)
2. Cauc2U3lan 5. Asian/Pacific Islander
3. Chicano/Hispanlc 6. Other (Specify)j
What is your present marital status?
1. Single 4. Divorced
2. Harried 5. Widowed
3. Separated
5. How many children do you have?
6. What are the ages of the children?
7. Which of the following categories best describes the type of community in
which you spent your formative years before attending college?
1. Rviral 3> Suburban city in a metro area
2. Town or small city 4. Leurge city area
8. Which of the following categories best describes the size of the community
in which you spent your formative years before attending college?
1. Under 2,500 in population 3. 10,000 to 99,999 in population
2. 2,500 to 9,999 in population 4. 100,000 or more in population
9. Which categorTT best describes the educational level of your father?
(Select only one)
1. Did not complete elementary school 6.
2. Completed, elementary school 7.
3. Did not graduate from high school 8.
4. Graduated from high school 9,
5. Some college
Graduated from college
Graduate or professional school
Technical or trade school
Don't kiKjw
1
210.Which category best describes the educational level of your mother?
(Select only one)
1. Did not complete elementary school 6. Graduated from college
2. Completed elementary school 7. Graduate or professional school
3. Did not graduate from high school 8. Technical or trade school
Graduated from high school 9« Don't know
5. Some college11.What is your salary for the 1985-86 school year?
1. $10,000 to $14,999
2. $15,000 to $19,999
3. $20,000 to $24,999
4. $25,000 to $29,999
5. $30,000 to $34,999
6. Over $40,000
















14. How many students vere enrolled in your school district as of September 1985?
1. Under 2,500
2. 2,500 - 4,999
3. 5,000 - 9,999
4. 10,000 - 29,999
5. 30,000 - 99,999
6. 100,000 - and over
15. Which of the following categories best describes the location of your
school district?
1. Rur3d. area
2. Small town (5,000 or less)
3. Urban area
4. Suburban area
16. What is the average per pupil expenditure in your school district?
1. Less than $500
2. $500 - $1,000
3. $1,000 - $1,500
4. Over $1,500
17. Does your school district have a program for identifying and recruiting
administrators?
1. Yes 2. No
18. Does your school district have a program of inservice training for school
administrators?
1. Yes 2. No
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PART III - WORK AND PROFESSIONAL EXPERIENCES19.At what age were you employed in your first f^lll-time position in public
education?
1. 21 • 25 5. 41 - 45
2. 26 - 30 6. 46-50
3. 31 - 35 7. 51 - 55
4. 36 - 40 8. Over 5520.In what type of school was your first full-time position in public
education?
1. Elementary school
2. Junior high/middle school






5. English, Drama or Journalism





6. Other (Specify) t





13• Counseling amd guidance
14. Driver Education
15. Vocational/technical
16. Other (Specify):22.How many years of classroom teaching experience have you had?
1. Hone
2. 1 to 3
3. 4 to 6
4. 7 to 9
5. 10 to 12
6. Over 1223.At what age were you appointed to yoiar first administrative or supervisory
position in education?
1. 21 - 25
2. 26 - 30
3. 31 - 35
4. 36-40
5. 41 - 45
6. 46-50
7. 51 - 55
8. Over 5524.What was the natxire of your first administrative or supervisory position
other than the superintendency?
1. Assistant principal 5. Assistant Superintendent
2. Principal 6. Associate Superintendent
3. Director 7. State Department of Education
4. Supervisor 8. Other (Specify);
137
425.At what age were you appointed to your first superintendency?
1. 21 - 25 5. 41 - 45
2. 26 - 30 6. 46-50
3. 31 - 35 7. 51 - 55
4. 36 - 4o 8. Over 55
26. How many public school superintendencies have you held including your
present one? .
27. How many years have you served (in total) as a superintendent including
1985-86? .
28. In how many states have you served as a public school superintendent?
29. Were you elected or appointed to your present superintendency?
1. Elected 2. Appointed
30. How many years in length is the full term of your present contract or
letter of appointment with your school board? years.
PART IV - FROFESSIDHAL HREPARATIDH
31. What is your highest academic degree?
1. BA/BS 4. Ph.D.
2. MA/ilS 5. Other (Specify) s
3. Ed.D.32.Please list the colleges and universities from which you have received
academic degrees.
College or University Degree Grade Point Average33.In which subject area did you major as an undergraduate? If you had a
double major, select the major with the most hours. (Select only one).
1. Agriculture 6. Mathematics
2. Business 7. Physical Education
3. Education 8. Physical or biological sciences
4. Fine arts 9. Social Sciences
5. Humanities 10. Other (Specify);
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3^36. What was your major field of study for each of your graduate degrees/
certificates? Select only one major per degree program and write the
appropriate niunber from the list below in the corresponding blank.
1. Educational Administration
and supervision 34. 35. 36.
2. Secondary Education Sixth Year
3. Physical Education Master's or Specialist Doctorate
4. Humanities or fine arts




9. No graduate study
37. On the whole, how would you evaluate your program of graduate studies as
preparation for the superintendency?1.Excellent 2. Good 3* Fatir 4. Poor 5« Don't know
38. Do you plan to continue your formal education? 1. Yes 2. No
39* If answer to question 38 is "yes", what reason would you continue your
formal education?
1. Personal growth 3. Doctorate
2. Other certification 4. Other (Specify);








Supervisor41.Have you spent your entire Assistant Principal^PrincipalAssistant SuperintendentAssociate SuperintendentArea SuperintendentSuperintendentCollege or university teacherOther (Specify);career in one school district?
1. Yes 2. No42.At what age did you first decide that you wanted to become a school
superintendent?
1. 21 - 25





43• How long did it take you to obtain your first superintendency once you
were certificated and actively sought such a position?
1. Less tham 1 year 3. 2 years 5* ^ years
2. 1 year 4. 3 years 6. 5 or more years
44. Do you consider yourself to be a mentor, that is, a sponsor who assists
individuals to initiate or develop professional careers?
1. Yes 2. No 3. Don't know
45. Do others come to you for career advice on a regular basis?
1. Yes 2. No 3* Don't know
46. Do you, or did you ever, have a mentor?
1. Yes 2. No 3. Don't know
47. In your experience, do you find that men or women in educationail
administration tend to have mentors more frequently?
1. Hen 2. Women 3* Both sponsored equally 4, Don't know
48. Has the "Old Boy/Girl Network" been effective in advancing your career?
1. Yes 2. No 3* Don't know
49. Have you utilized the "Old Boy/Girl Network" in employing other
administrators?
1. Yes 2. No
50. In your opinion, to what extent are discriminatory hiring and promotional
practices a problem in limiting administrative career opportunities for
women?
1. Major problem 2. Minor problem 3* Little or no problem
51. In your opinion, to what extent are discriminatory hiring and promotional
practices a problem in limiting administrative career opportunities for
minorities other than women?
1. Major problem 2. Minor problem 3. Little or no problem
52. Do you actively encourage/recruit women to enter administration?
1. Yes 2. No
53. Do you actively encourage/recruit minorities to enter administration?
1. Yes 2. No
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5^. Please check the professioiaal organizations in which you are an active








5. state Professional Assoc(s) 8.
6. ASCD 9. Other;(Specify;
PART VI - CAREER ASPIRATIDNS
ASBO
‘naesp
55* Looking back, are you satisfied with the path jovix career has taken thus far.
1. Yes 2. No 3. Don't know56.If your answer to question 55 is "no", what would you have done differently.
Explain
57. Please indicate the professional position you aspire to hold five years
from now. .
58. Do you feel that your talents and capabilities are beiijg well utilized?
1. Yes 2. No
59 • Do you feel that opportunities for career development are good in yoin:
school district?
1. Yes 2. No
60. From your experience what advice would you offer women who aspire to the
superintendency.
Explain
This questionnaire was adapted from the American Association of School











You have been selected to participate in a research study on the
career patterns of school superintendents in the state of Georgia.
It is of educational significance to analyze your climb up the
educational hierarchy to the superintendency.
Enclosed is a survey instrument on the career patterns of school
superintendents. Please complete and return to me the survey
instrument on or before October 31. 1985. It is of research
importance that all items are completed. A self-addressed,
stamped envelope is enclosed for your mailing convenience.
If you wish an abstract of the completed study, please complete
the enclosed card.












You have been selected to participate in a research study on the
career patterns of school superintendents in the state of Georgia.
It is of educational significance to analyze your climb up the
educational hierarchy to the superintendency.
Enclosed is a survey instrument on the career patterns of school
superintendents. Please complete and return to me the survey
instrument on or before October 31» 1985. It is of research
importance that all items are completed. A self-addressed,
stamped envelope is enclosed for your mailing convenience.
If you wish eui abstract of the completed study, please complete
the enclosed card.














You have been selected to participate in a research study on the
career patterns of school superintendents in the state of Georgia.
It is of educational significance to analyze your climb up the
educational hierarchy to the superintendenoy.
Enclosed is a survey instrument on the career patterns of school
superintendents. Please complete and return to me the survey
instrument on or before October 31i 1985. It is of research
importance that all items are completed. A self-addressed,
stamped envelope is enclosed for your mailing convenience.
If you wish an abstract of the completed study, please complete
the enclosed card.







Would you participate in an interview(about an hour in length) in order togather more in-depth information?
Yes
No
Check if you would like an abstract of
the completed study and enclose along











Perhaps you have misplaced the survey instrument on career patterns
sent to you on October 7, 1985.
Enclosed you will find another copy of the survey instrument on the
career patterns of school superintendents. It is haped that you will
set aside 15 minutes from your busy schedid.e to complete the survey.
Kindly return the completed survey Instrument to me on or before
November 15, 1985. A self-addressed, stamped envelope is enclosed
for your mailing convenience.
If you wish an abstract of the completed study, please complete the
enclosed card.
Again, thank you for your cooperation in this research study.












Perhaps you have misplaced the survey instrument on career patterns
sent to you on October 7. 1985*
Enclosed you will find another copy of the survey instrument on the
career patterns of school superintendents. It is hoped that you will
set aside 15 minutes from your busy schedule to complete the survey.
Kindly return the completed survey instrument to me on or before
November 15, 1985* A self-addressed, stamped envelope is enclosed
for your mailing convenience.
If you wish an abstract of the completed study, please complete the
enclosed card.
Again, thank you for your cooperation in this research study.








LIST OF SCHOOL SYSTEMS
NINE WOMEN INTERVIEWEES
1. Bryan County Schools
2. Buford City Schools
3. Cherokee County Schools
4. Crawford County Schools
5. Emanuel County Schools
6. Forsyth County Schools
7. Jeff Davis County Schools
8. Randolph County Schools





SEX OF RESPONDENTS AND
CLASSROOM TEACHING EXPERIENCE
None 1 to 3 4 to 6 7 to 9 10 to 12 Over 12 TOTAL
Male 1 9 18 13 11 17 69
Female - 5 4 4 4 14 31
TOTAL 1 14 22 17 15 31 100





POSITION AND AGE APPOINTED TO FIRST SUPERINTENDENCY
26-30 31-35 36-40 41-45 46-50 51-55 Over 55 TOTAL
Supt. 1 3 12 11 9 5 1 42
Deputy Supt. - - — — 1 - - 1
Area Supt. - - 2 — - - - 2
Assoc. Supt. 2 - 1 3 - - - 6
Asst. Supt. - 4 9 8 7 4 2 34
TOTAL 3 7 24 22 17 9 3 85
















Supt. 1 5 14 2 1 2 3 2 8 4 42
Deputy
Supt. - 1 — - - - - - 1 - 2
Area
Supt. - - 1 - - - - - - 1 2
Assoc.
Supt. 1 - 2 1 - - 2 - 2 1 9
Asst.
Supt. 3 5 5 2 2 3 2 2 9 9 42
TOTAL 5 11 22 5 3 5 7 4 20 15 97






POSITION AND MAJOR FOR MASTER'S DEGREE
Ed. Adm. Secondary Physical Humanities Science or
Supr. Education Education or Fine Arts Engineering Business Math Other TOTAL
Supt. 30 3 - 2 1 - - 5 41
Deputy
Supt. 1 - - - - - - 1 2
Area
Supt. — - - - - - - 2 2
Assoc.
Supt. 7 - - - - - - 2 9
Asst.
Supt. 21 4 1 2 1 1 2 12 44
TOTAL 59 7 1 4 2 1 2 22 98



















Superintendent (3), top of the hierarchy in two career moves













"Other" (4, Adm. Assts., 2;
CESA Director, 1; Secondary
Curriculum Director, 1)
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FREQUENCY DISTRIBUTIONS OF POSITIONS
CAREER PATTERNS
Fourth Position Fifth Position
Teacher (1) Director (3)
Director (4) Coordinator (1)
Coordinator (2) Supervisor (1)
Supervisor (4) Asst. Principal (1)
Asst. Principal (3) Principal (3)
Principal (9) Asst. Supt. (7)
Asst. Supt. (18) Assoc. Supt. (2)
Assoc. Supt. (3) Area Supt. (3)
Area Supt. (1) Supt. (6)
Supt. (18)
College/University (1)
Sixth Position Seventh Position
Asst. Supt. (4) Assoc. Supt. (1)
Assoc. Supt. (3) Supt. (2)
Supt. (2)
College/University (1)




TYPICAL CAREER PATTERNS OF WOMEN SUPERINTENDENTS
Teacher, Supervisor, Asst. Supt, Superintendent (3)
Teacher, Superintendent (1)
Eight individual career moves
TYPICAL CAREER PATTERNS OF MEN SUPERINTENDENTS
Teacher, Principal, Superintendent (8)
Teacher, Asst. Principal, Principal, Superintendent (7)
Teacher, Superintendent (2)
Teacher, Principal, Director, Superintendent (2)
Eleven individual career moves
TYPICAL CAREER PATTERNS OF WOMEN ASST. SUPTS.
Teacher, Director, Assistant Superintendent (3)
Teacher, Supervisor, Director, Assistant Superintendent (2)
Teacher, Supervisor, Assistant Superintendent (2)
Teacher, Coordinator, Assistant Superintendent (2)
Nine individual career moves
TYPICAL CAREER PATTERNS OF MEN ASST. SUPTS.
Teacher, Principal, Assistant Superintendent (6)
Teacher, Asst. Principal, Principal, Asst. Superintendent (3)
Teacher, Asst. Principal, Asst. Superintendent (3)





SEX OF THE RESPONDENTS AND AGE DECIDED
TO BECOME A SCHOOL SUPERINTENDENT
21-25 26-30 31-35 36-40 Over 40 TOTAL
Male 7 9 12 16 17 61
Female - 4 3 6 16 29
TOTAL 7 13 15 22 33 90





ETHNIC GROUP AND PROFESSIONAL ASPIRATION
Supt.
Assoc/Asst/
Dep. Supt. Retired Other
Don't
Know TOTAL
Black 4 2 5 - 2 13
Caucasian 36 14 25 4 1 80
Native
American 1 — — - 1 2
TOTAL 41 16 30 4 4 95









Dep. Supt. Retired Other
Don' t
Know TOTAL
Under 40 4 1 - 1 1 7
41-44 13 5 - .. 2 20
45-49 14 4 1 2 - 21
50-54 6 4 11 1 - 22
55-59 2 1 11 - - 14
60 or Over 2 1 7 - 1 11
TOTAL 41 16 30 4 4 95
X2=53.21 with 30 degrees of freedom, p<.05
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